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ditorial Note

Paul St ewa r t and Ian Macun have r e s i gned from the Edi t orial
Board of the South Afr ican Labour Bulletin , both hav ing mov­
ed out of the areas covered by their respective local comm­
itt ees. Our thanks go t o both f or their past work .

Below we publish a reply t o a previous article on the Cape
Underwear St rike (SALB 10.2) . This cont ribut i on is by way
of a cr i t ique of the s t r at egy adopted hitherto by the Cl o­
thing wor ker s Union (CLOWU). In fairness t o the author of
the original a r t icle, i t should be pointed out that his
brief was a limited one - t o record the s trike as the work­
ers themselves saw it - and he did not d i rect l y address
questions of union strategy in the Cape clothing industry .

C~i tal restructuring 800 managanent r esponses t o t he
r~ss ion

F,)r workers the immediate resul t s of capital ist cr is i s
rreen fall ing livi ng s tanda r ds , short-time working and a bove
all retrenchments (see S1>.L8 10.2). The hardships expressed
by unemployed workers interviewed i n this ed ition represent
tne harsh real ity for 2- 3 million people i n South Africa .

F:>r capi t a l the recess ion represent s a period of fall ing
profits ; a failure of the mechanisms of accumulation. Be­
y.:md this i t i s also a period of res tructuring - in par t
scont ereous , as weak f irms go t o the wall , leading t o con­
C2ntration and increasing domination by those remaining .
But it is also a period of intense, and consc ious , class
conflict as employers s t ruggl e t o push back the frontiers
cf cont rol in the fac tories - taking advantage of the weak­
e~ed position of l abour organisa t i on - and capi t a l a ttempts
I:> restructure on its own terms the "socia l structures of
a~ulation" (ie . the t ot ali t y of systems of cont rol ­
~al, POli t ica l , economi c , technological , with in the l ab­

oJr I;lrocess and the di vis ion of l abour , the syst ero of ind­
~~rla l relat ions, within education and cul tur e - al l of

w lch reflect and make possible the cont i nued dominance of
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- editoria l -

capi t a l ; see D ~ Gor don , R Edwards , 1'1 Reich, Segment ed
work , d iv ided workers , Cambr idge univers ity Press , 1982) .

Dur i ng the cur rent gl oba l cr is i s of capi t a l i sm , since the
early 1970s , re s t r uct ur i ng i s being attempted on a number
of different levels - some of which have been mentioned in
recent editions of t he ~.LB ; ot hers we wi l l re t ur n to i n
the future :
(i) Technol ogY: most dramatic has been the widespread in­

t roduc tion of micro-elect ronic technology . In i ts
wake comes the threat of mass unemployment , deski l l_
ing for the xejor ity of those l e f t in work and incr~

eased manageria l cont ro l ove r the work process (see
~LB 9. 7) . Al ready by the beginning of 1984 i n Sout h
Africa appor ximately 56 robot s were e i t he r work ing
about t o be installed , with another 15-20 by the e~d

of the year .
(i i ) Re locat ion: of i ndus try to low wage , non-un ion areas,

leading t o a changing i nt er na tiona l divis i on of lab­
our (see Frobel , Heinrich and Kreye, " New i nt ernat­
ional division of labour " , SALB 5.8) . Thi s develop­
ment re s t s upon 3 preconditions: (a) the existence of
a world-wide re ser ve of potential labour , cheap and
non-unionised (and here the use of ul t raexploitable
female labour should be mentioned ) ; (b) technolog­
ical developments - eg o in transport , conta ine r isa­
tion etc - have made the l ocation of industria l si tes
less dependent on geographical pos i t i on and distance,
and (c ) new t echnology makes i t possible t o decompose
complex production processes and utilise unsk i lled
l abour to perform fragmented , routine jobs .

There ar e still wider implicationa . In same cases
employers have been able t o break down t he production
cycle t o pr oduce i n smalle r uni t s , with significant
advantages in t erms of l abour cont rol . For example ,
i n a study in the UK it was found that factories with
over 2000 worke rs are 50 times more strike-prone t han
t hose with 100 workers (F r-ur rey , "The decentralisat­
ion of production" , ~ital and Class , 19 , 1983) .

The mos t dramatic e xamples of industria l r e l ocation
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- editorial -

are the so-ca lled Free Trade Zones such as e xist in
the Philipi nes (see &r.LB 10 . 3). The decentralisation
policy in South Africa i s in sane ways a l oca l var­
iant of thi s t rend .
Un ion-bashi ng : in the present period this takes two
forms ; d irect (repressive) and i ndi rect (ideol ogical) .
(a) '!be present attack on trade unions i n Europe,
~ , and the Third world a re a response t o eecc",,~n...
omic c r i s i s . Falling profits make it imperati ve
for cap i tal to push down wages and defeat organ­
ised labour ; mass unE!'llployment , ob- iect.I vef y un­
dermining union strength, makes such a s trategy
thinkable . Repress ive measures i ncl ude - whole­
sale d ismissals (Reagan ' s response t o the ai r
traff i c control lers ' strike , 1980 ; Sasol) ; incr­
eased use of police and lega l cont rols Ieq ,
aga i ns t solidari ty act ion i n the UK) ; i ncreased
state cont rol over collect ive bargaining (in Ger ­
many s i nce the 35-hour str i ke ) ; withdrawal of
state benefits t o s t r i kers (Germany and UK) ; en­
forcement of canpany union i sm; no-s tr ike clauses
and concessionary barga i ning {Ie, wage cuts ). In
Third WOrld count ries s tate repress i on of labour
organ isat i ons has been more br utal , i n an a t tanpt
to encourage foreign Investnent ,

(b) On the ideological plane there has , in recent
years , been a resurgence of free market philoso­
phy , arguing that independent trade union ism is
iocu,patible with the " free" enterprise eyetem,
If there lIIJSt be trade unions , they nust be
tightly controlled . Allied t o this has been the
growth of corporatism arrl the notion of an essen­
tial bemony on the shopfloor . '!he clearest ex­
aaple of this is the so-called "Japanese system"
arrl the introduct i on of Quanli ty Cont rol Ci r cle s

In South ~.frica this ideological caIl'OIlent has
assumed greater s ignif icance recently because of
the depth of the c ris i s of l egitimacy for racial
capitalism. This has led a t one l e ve l t o expen­
s i ve academic s t udies such as "Pro ject Free Ent­
erpr ise" which call on management t o educate
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their wor ker s towards the free enterprise system
- surrrnari sed in the Star : "Bos ses of South Africa
uni t e and educate or your workers will rush into
the arms of socialism" .

At the factory f loor level management faces the
t ask of establ ishing ~ forms of bur eaucra t ic
cont rol . The rise of black worker power on the
shopfl oor s ince t he 1970s has broken the power
of the white supervisor and with it the arbitr_
ary and uni lat e ra l cont rol of management . In i ts
wake employers have had t o es t ablish new "r ul es
of the game" , agr eed with workers representet iv,
es - such as gr ievance procedures , disciplinary
procedures , collect ive bargaining machi ner y as
well as at t empts to danarcate areas of "manage­
ment prerogat ive" and i ndeed t o def ine the boun­
daries between wor ker s and management (we are
refering here t o the positi on of bl ack super­
visors - see t his edition) .

The e xpanded use of iob evaluat ion and work study
t echniques in South Africa represents an ext ens·
ion of t his st r ategy - t o introduce new and bur·
eaucratic rules into t he arena of wage negotiat­
i ons. These t echniques tend t o i ndividualise wage
barga ini ng and to draw a veil of "scienti fic man­
agement " across the re l ations of e xploi t at ion.
The recession , and t he urgent need t o improve
pr oductiv i ty i n order to maintai n prof its , has
encouraged these t rends . Job eval uat ion i s a l so
concerned with systematising and ma inta in i ng
hierarch ica l divisions in the workpl ace - a theme
also e xplored in t he ar t icle on superv isors .

In t he long- term South Afr ican employers would
probably like to emulate t he more sophistica ted
corporat ist s t rat egies of their overseas col leag­
ues - t o get wor kers t o identify with t he va l ue
and goals of t he fi rm . Qual ity Cont ro l Ci rc les
pl ay an obvious rol e here , whilst non- racial worn
pract ices , and genuine Black advancement and ace·



- ed i torial -

upationa l mobili ty rema i n essential precondi tions
for the success of such a pro ject .

However, the present eeonani c crisis has also led to the
intensification of class strugg les generat ing new forms o f
WJrker organi sat i on . Between capital 's aims and the final
outcane lies a shadow - the worker 's s truggle. In countr i es
such as Chile , Brazil , the Philipines and South ~frica

V\()rkers have r esponded t o the crisis with new f orms of org­
anisation - labelled "soci a l movement unionism" - concerned
rot s irrpl y with the nar row wage contract but also ar ticul­
ating the denands of the wider cortrcnicy, I n South Africa

dramatic e xaqJl e of this was the November s tay-away wh ich
brought t ogether the youth , llOEflPloyed and work ing c l ass
culuiUnities with the un ion ecverenc playi ng a l eading r ole.

Even i n the ol der industrial centres s t r ugg les aga inst j ob
l oss have taken new forms - both in terms of militancy and
new s t rategies (eq , Lucas Plan; see SALB 10. 3) . In South
Africa worker mil i tancy has grown even in the f ace of re­
cession. Wbrkers have cont i nued t o push back the frontiers
of management cont rol , whilst attanpts t o co-opt and d ivide
~rkers - st i l l embryonic - have so far been resisted.

(Jon Lewis (. Eddie Webster )
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Sasol Update: the Struggle Continues

The ccepany is curren t ly selectively r e-empl oy i ng the 5­
6,000 worker s d ismissed in November. Some 2,513 out of 4,
300 applicants had been re-eoployed by the end of January
(Rand Daily Mail 29. 1.85) , with some workers having a l r eady
received re-jecetcn letters . The Chemical WOr ker s Industrial
union i s continuing to oppose victimisa t ion and has cal l ed
on workers i n Sout h Afr ica and overseas for sol idar i ty aQ_
i on. As a res ul t of pressure , management began negotiatin
with the union aga in in December . However t here has been
an i ncrease i n minor harassment. Racist l eaflet s have been
d i stribut ed a t tacki ng white union officials - wit h no e f f·
ect on workers - and the Branch secretary , Chris Bonner ,
was arrest ed for attending a union meet i ng i n Embalenhle
wi t hout a permi t .

The Sasol quest ion i s caning t o a head a t a time when
t rade unions i n the USA are prepar i ng for a maior confer­
ence on South Af r ica , and US companies are al r eady coming
under pressure . The American-based company, Fluor i s un­
dertaking const ruct ion work a t Sasol 's Secunda complex.
Fl uor' s presence has been condemned by t he United Mine
~rkers of America who poi nt out t hat t he company - a co­
sponsor of the Sul livan pr inciples - has been involved i
the const r uction of "racial hous ing" , t he hostels for
black male wor kers who are not allowed t o br i ng their few
ilies wit h them. In addition i t i s now r umoured that Flue
a l lowed i t s wor kers to be used by Sasol in order to keep
the plant go ing af t er the November d ismissa ls .

****************

Since the di smi s sal s the fol l owing act ions were taken by
the CWI U i n thei r campaign for reinst at ement:

L FO~TU and other unions were ca lled upon to suppor t
Sasol wor kers. Reg ional meetings were held a llover
Sout h Af r ica :
a) Shop s tewards from organised plants were asked t o
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- Sasol -

approach their errployers to pressurise seeol , This
was done quite widely .

b) Many pension furrls have shares in sasel . Many union
rnesrtJer s belong t o these funds , eg o the Metal Irrlustry
PenSi on ruod , Shop stewards were requested t o put
pressure on the Boards of Trustees t o pressurise
sesct for reinstaterent.

2.. preas publicity arrl parrq:tllets were used to inform~
bership and genera l public of the t rue story of the
Sasol dismissals ..

3.. Internat ional pressure:
a ) the IeEF (Inter nat i ona l OlEmical Energy Federation)

were contacted .. They in turn infonmed all affiliates
worldwide . t-~any resporrled by serrling telegrams to
sasol arrl to the Mi nister .. "'bere there are direct
contacts with sasol by overseas cullpanies particular
pressure was put on them by the unions organi sed in
soch plants ..

b) FO&'IU General Secretary personally visited ICFTU
who in turn inf ormed. national centres a f f il i a ted
to them.

c ) CWIU Transvaa l Branch Chairperson visi ted the U~

and r a l l i ed support f r om unions and pr otest groups ..

4 .. Transvaal Branch of CWIU :
a) Branch rreetings were held every saturday in November

/December t o plan action and monitor progress .
b) Shop stewards maintained contac t , attended the

Il'M:!etings and assisted organisers in Secunda .
c ) Shop stewards were sent to harelaoo areas t o g i ve

s uppor t and information to dismissed workers .
d) General rreetings for sasol wor ker s were hel d .. Meet­

ings were attended by dismissed workers from the
township am IYV3Ybership who were not dismissed .

e) sesoj mineworkers were active am achi eved a maior­
i ty rranbership of the union. Managerent were app­
roached and s top orders submitted for verif ication ..

f) W?rkers from far f lung areas mainta ined contac t
wlth the union . In many areas groups of Sasol
workers were formed in the "hcmeLanda" ..

7



- Sasol -

5. Unions involved in t he Uni ty talks were asked for
suppor t . In December , 24 unions submit ted a letter of
demand t o Sasol Managanent demand ing :
a ) Negot iat ion with the OlIO
b) Re instatement of the workers

Sasol management responded by invi ting OlIO to a meet ing .
Two meet ings were held at which no set tlement was r eached.
In particular t he union could not accept the management ' s
cri teria for r e employrrent , i e. "intimidators" would be
e xcluded .

The union , supported by the Oni t y unions submitted an
appl icat ion for a Conci l iat ion Board to the Minister on
10 January 1985; should t he Minister re fuse to appo int the
Board the way wi ll be open for nat ional l egal industrial
act ion by a l l the unions . The decision whether or not t o
go forward with such act ion will be t aken af ter meet ing
Sas01 management at t he end of .renuery ,

(OlIO communique January 1985)
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Motor Workers Unite -
First IMF African Auto Conference

The f irs t International Metalworkers Federat ion Afr ican
Auto Confer ence , as not ed in the keynote speech deliver ­
ed by the n-~F General Secretar y , Herman Rebhan , gave con­
crete express ion t o the economic reality of an l frican
auto assanbly industry. Approximately 50 delega t es rep­
resenting 12 unions fram 10 count r ies met in Maser u,
Lesotho, on 14t h November 1984, to discuss thei r various
condit ions of employment , negotiating s t rategies and
general problems .

By 1982 546 ,001 rooter veh icles were being assembled in
seven Af rican countr ies s t retching from the Med i t eran­
nean to the cape . (Figures for Afr ica are di ff icult t o
come by. These figures are based on s tat ist i cs provided
by the 1l"iF a t the Conference.) 71 226 wor kers were in­
volved in the actua l assembly of these vehicles , am this
number would i ncrease cons ider ably if workers involved i n
the canponents end service industries were t o be i ncluded.

The establ i shment of an automobi le assembl y iooustry
creates sc:me canoon condi t i ons and problems .. Assembly
plant s are gener al ly rela tively large and integrated pro­
duction unit s, universally giving rise to wor king cond­
itions which have spawned militant unions . The automobile
i ndustry i s a l so perhaps the most internationalised and
rronopolised of indus tries with about 10 mul t i nat ionals
account ing for t otal world production. WOrkers in devel ­
oping count r ies therefore immediat ely find themselves up
aga i nst highly sophi sticated produc tion and i ndustria l
re l ations pract ices developed in Europe , Amer ica and
Japan. Against thi s background, the fi r st rreet ing of auto
unions in Af rica was an important and historic occas ion ..

A maior fea ture of the conference was the comparison of
~~itions of employment , not only between t he var ious
~ fr l~an countr ies , but a lso wi t h condit~ons. in .Euro~ and
ster t ce , Present at the conference t o qrve InsIqht Into
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the European car imustry was Lief Bloanberg, newly e lect­
ed President of the S\oIedish ~etal ~rkers Union, a sig­
nificant presence given the maior assistance of Swedi sh
metal workers t o workers in the developing count ries.

Aris i ng out of the d iscuss ions it was clear that nJlti­
nationals take advantage of their trans-national status
by trading of f coo:::Iitions in one country against those
in another am using the l ack of worker organisat i on in
one country as a threat aga i nst eore highly organi sed
wor ker s . Clear exarples came fran the cuuparison of wages
between ccecentes, as well as proouctivity figures. In
one case i t was found that a cunpany had misinformed a
union about productivity figures in another of its oper ­
ations in another country in the course of negotiations .
Such misuse of information will c l ear l y be more difficult
in the wake of the contacts made at the meetirY3 .

South Africa accounts for 70% of the vehicles produced in
Africa am well over half the t otal of auto workers. The
South African i m ust ry is also the oldest , with the f irst
pl ants being established i n Port Elizabeth i n 1924 . A coo­
s ider able amount of discussion therefore revolved around
the experiences and problems of the South Af rican unions.
By v i r t ue of size, penetration and age , representatives
of the National Autarobile am Allied ~rkers Union were
able to share their considerable experience with the
other African unions.

As a one day rreeting, the confe rence coul d only touch the
surface of many of the ~rtant coocer ns of all Jl.frican
car workers . Its s ignificance lies in the fact that this
first contact has been made , bring i ng together in a man­
ner not possfble in many other spheres of international
act ivi ty , organi sed wcrkere with coomon interests and
adversar i es . At the eOO. of the conference the follwing
declaration was adopted:

we, delegates to the first IMF African Auto Conference,
meeting i n Kaseru , Lesotho , November 14, 1984 :

1. Declare our strong fraternal solidarity with auto

10
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workers i n Af r ica and South Af r ica in particular ,
in their great s t ruggle t o win pol it ica l , social
and economic j us tice for a l l workers regardless
of race , sex, creed and religion.

2. Al t hough there are more than t en mi ll ion vehicles
regist ered i n al l of Af r ica , of which we assemble
onl y a small fraction a t the moment , we aff irm the
fact t hat we should be able t o own the product of
our j abour , Therefore we call f or a decent living
wage for a l l Afr ican aut o workers.

3. Aware of the urgent need to find more indus trial
j obs and training for the unskilled and semi­
skilled , we cal l for deve lopment , financia l and
t rade authorities t o study where and how auto ass­
embly operat ions wi th access t o l arge int egrated
regi onal markets could be established in co­
oper at ion wi th unions , companies and gover nment s .

4. Where assembly operations a l ready ex ist , we pledge
our se l ves t o the devel opment and growth of free
democrat ic unions capable of defendi ng and advanc­
i ng the int erest s of workers and their f amilies,
wi t hout gover nment and employer intimidation.

5. we calIon all 3.5 million autowor kers , member s
of the IMF-affi l iated unions in the Amer icas ,
Europe, Asia and the Paci f ic to militantly support
in words and deeds the need t o organise, educate
and raise t he consciousness of l'fr ican auto work­
ers in their struggle t o harmoni se wages and wor k­
ing condi tions on a wor ld-wide basis .

(Taf fy Adler , ~~WU, Januar y 1985)
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"We are One" - Fighting Philips in India

To take s t r i ke action against the giant Dutch multination­
al Philips is a step that workers in its factories in Indi~

do not take without same fear . In previous strikes at
Phi l ips plants strikers have had to face beatings by police
and hired thugs . The canpany has starved workers back wi th
l ock outs , and used scab labour . Nevertheless workers at
the Philips factory at Kalwa , producing lamps , tube lights
and welding electrodes , are g i v i ng 100% support t o their
union's plans t o strike i f the company refuses to yield to
thei r demands for an improvement in their condi t ions . Aftex
ten months of fruitless talks workers are on a work to rule

The ''M,ahauni on''

Philips has seven plants in India , in BooIbay, Pune , f-ladras.
Ca l cut t a and Delhi . Despite the huge distances between
these s i t es the workers have formed a network linking the
unions in all the plants. The workers ca l l this coordinat­
ing body the Mahaunion (greater union). This form of co­
ord i nat ion has emerged in the l as t few years out of the
hard s truggles that have had t o be f ought against the
Philips management .

The Mahaunion f i rst proved its effectiveness in 1981, when
in support of workers locked out at the company's plant i n
Pune, i t was able t o organise demonstrat ions and strikes
in a ll the other plants , and force the management t o back
down on new production levels i t was t r y i ng t o inpose.
Philips has since sought t o destroy the Mahaunion . The
plant at Pune has been seen as key t o the strength of this
inter -union co-ordination. Accord ingly after the 1981
s t rike and l ock out , the company replaced the personnel
d i rect or at the Pune plant wi th a Mr 0 N Ghose. Qlose has
been previously a t leI and has a reputation for be ing able
t o break union militancy. In June 1983 union l eaders at
Pune including S N Hadke , Pres ident of the Mahaun ion were
sunrrer i Iy dismissed . The Pune uni on i rrmed i a t e l y struck to
defend its leaders.

12
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LOCk-out-
The management reacted with a five month lock-out. Strik­
rs were arrested in their heres and many received police
~tings. The Mahaunion organised solidarity actions and
danonstrations with the Pune workers, but as the lock-out
lasted and workers and their families grew short of food,
the workers were eventually forced to go back, though only
after having gained an agreement that the dismissed work­
ers cases would be taken to court - where they are still
pending - and that 150 suspended strikers be reinstated.

However, harrassment of workers continued in the plant
When it re-opened. Philips have also widened their strat­
egy for weakening the union by increasingly sub-contract­
iog out parts of production. Nearly 50% of Philips radios
in India are in fact now manufactured by other carpanies.

Directed fram Holland

The Philips workers Mahaunion believes that Philips labour
policies are directed fran the Dutch parent canpany which
owns the controlling interest in the Indian subsidiary,
(known as piece Electronics Ltd). The Philips personnel
director Ghose refused to talk about personnel policies of
the canpany except to try to deny that Philips India was
part of a multinational.

However, the chairman and managing director, C J Seelan am
factory managers are Dutch, and all senior staff are ap­
POinted from Holland and given 6 months training there.
The union claims that the lock out at Pune carre only after
direct carmunication with -the Dutch head office and that
Subsequent management action has been taken in close con­
SUltation with Holland.

lliike Jacobs, first published in International Labour
~rts, NoV-Dec 1984)
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photo : Philips workers protest at Kalwa , septaTlber 1984
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Dairy Maid Boycott

fhe pai ry Maid WOrkers Coomittee (rMv,c) has called on all
trade unions and communi t y organisat ions t o support their
bOycott in solidari t y with sere 200 workers dismissed by
the firm in February 1984. This ca l l follows the s ucces s­
ful Si mba Qui x boycott (8MB 10. 2) . As in the c ase o f Sirnba
chips , Da i r y Ma id products (Choc Stick, Or ange Maid, Super ­
star , Screwbal l ) are not essent i a ls and alternatives e xi s t .

The Da i ry Maid plant a t Ol i f antsfontei n employs about 400
workers. The company is a subsidiary of Imperial Cold Stor ­
age Ltd which in turn i s a subsidiary of C G smith Ltd
which in turn i s part of the Barlow Rand gr oup . WOrkers
believe that the "liberal" parent canpany i s mor e sympath­
e tic to t hei r case, with Dairy Maid and ICS management re­
s ist ing reinsta tement. The ~)WC is currently investigating
other le s s ubs i d iaries t o determine the nature of their pro­
ducts and t o see which other unions are directly involved.

The sacked workers are all members of the Food Beverage
WOr kers Union of South Africa, a CU~. affiliate. The union
began orga ni s i ng at Da i ry na td in 1983 and s oon s igned up
all 400 workers. In Se pt ember 1983 the canpany began nego­
tiations with the union towards signing a recognition agr ee­
ment. Prior t o this, "industrial relations" a t the canpany
had been based on management d ictate . In the event negotia­
tions were deferred a nd no agr eement was eve r s igned .

The events l eading up t o the mass dismissals of Dairy Maid
workers began on February 1, 1984 when union member Kr Frans
Mokwalakwala was assaulted by a white supervisor, K Zas t ron .
Workers a llege that this was the thirteenth as sault on than
by a managerial employee. Workers in the cold roan where
Zas tron worked walked out at 5.30 pn in protest - although
their s h i f t was onl y due to finish a t midnight.

~ ne~t day management agreed t o replace Zastron with a
3llperVlsor approved by workers, one "Albert". On February

, Zast ron was back again and it was clear that Dairy Ma id

15



- Da i rymaid -

had broken t he ag reement . The union demanded that the carp.
any disniss or trans fer z estiron, The carpany's onl y action
was to iss ue a final wr i t ten warning t o Zastron despi te his
record of previous assaults . No formal discipl inary enquiry
was held , nor was the cunplainant , Mr Mokwalakwa la a sked be
the cUlipany t o make a stat enent.

On 13 February, i n the f ace of managenent 's r efusal t o ta1o:e
act ion aga inst Zast ron , wor kers in the cold roam s topped
wor k t o vo ice their protest . By this time management had
taken on several new empl oyees antic ipating t roubl e in the
cold r oam. On 13 Febr uauy workers in all depar tments s top­
ped wor k in sympathy wi t h the workers i n the col d s torage .

On Febr uary 15 all wor kers were l ocked out . They were then
inv i ted t o re-app1y for thei r jobs and to s ign docceents
acknowledg ing the lawfulness of the dismi ssals . The CUlp­

any began t o selectively re uliploy . 'Ihe workers alleged
that managanent v ict imi sed act ive trade unionists by not
UTt'loying than, and t o date sane 107 who were not reengag­
ed , rana i n unatlployed. They have been replaced by~
l oyed workers f ran local Labour recruiting of fices . The
ccrpeny has now t erminated i t s relationship wi th the union
on the basis t ha t it is no l onger representative .

Zast ron ' s assaul t was not an isolated i ncident . Wbr kers
allege that white supervisors Espach , wilhelm and Zas t ron
used insul ting l anguage and physically assaul t ed workers
ove r the per iod 1983-4 . This inc1lX1ed three separ at e ass­
aul ts by Zast ron on one Sage 'I'ha thane - includi ng once
wi th a whip (s i arrbok ) and once with a broanstick .

Since February the union has filed representati ons with
the Industr i a l Council for the Dai ry Industry, a lleg i ng
sere 70 unfa i r l abour prac tices on the par t of the coop­
any. These i nchrle : i nadequate rest and meal intervals
and poor eat ing f acilities ; deductions f ran wor ker s wages
i n respect of a lleged s tock s hor tages ; workers den ied
annua l leave ; for ced over t i me working ; non-payment of
over t i me worked ; fa ilure to pr ov ide special c lothi ng for
workers in the col d r oam; and intimidat i on of union mem­
bers . The Industrial Counc i l af t er four meet ings has been
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unable t o settle the dispute. The matter will now proceed
t o the Industrial Court for determination.

This lis t of practices indicates that responsibility f or
[}ai ry Maid' s probl ems lies with higher managerent. They
failed t o take immediate effective s teps against racist
at t acks by white supervisor s and were insensitive to work­
ers l eg i timate grievances on this point. Beyooo thi s the
union argues that the canpany f ailed to maintain standard
disciplinary and gr ievance procedures and had an inadequate
syst em of ccmnunication with its"own employees. Lacking
established "industrial r elations" machinery, petty tyranny
was allowed t o flourish. Jl.lthough Espach and Zas t r on have
now left the firm, there i s no evidence of a IOOre "enlight­
ened" approach on the part of rrenaqerent , Zastron left in
sanewhat mysterious cfrcamstancesj Da i ry Maid informed the
uni on that he left because he was "unable t o maintain dis­
cipline." Former union members s t i ll employed at Dairy Ma i d
now feel too intimidated t o openl y s uppor t the un ion. There
i s also evidence that dismissed workers are being black­
listed by l ocal firms. One worker who applied for a driving
-iob claims he was refused the i ob onl y 'a f t e r the firm had
made a telephone call to Dairy Maid .

Financial hardship means that many of the dismissed workers
are unable t o attend union meetings . Nonethel ess regular
contact is maintained by the union organiser and one of the
shop stewards who visit workers in their hanes t o keep them
Informed and keep up morale. In planning the boycott; canp­
aign the principle has been established that control must
ranain with the workers thanselves and the Il-1W: . A trade
union s uppor t commi t tee has now been e s tabl i s hed "wi th del­
egates drawn fran ot her trade union bodies , The boycot t has
the full support of the workers ' own union - Fex>d, Beverage
- and of CUSA and other federations, unions and coomuni ty
o~gani sations. The union's lawyers have now been threatened
WIth a cour t interdict t o prevent the boycot t fran taking
place, i n addition t o proceedings also having been threat­
ened against QJSA , Food Beverage Workers Union and the I:MW:.
E'urthether details and campaign material are available fran

DMWC of f i ce (Pretoria 3236709) .
(8.l',[.B Correspondent January 1985)
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Memorandum: Dispute Between CCAWUSA and
SPAR

1. Background

1.1 The Ccmnercial, Catering and .&:11iOO Workers' Union of
South l'.frica (~WUSA) has been organising at Spar
since mid-19B3. While, within the Spar group there
are several different companies owned by separate in­
dividuals/families all holding ~ franchise to trade
in the name of Spar, the union has concent r at ed mam­
ly on those Spar stores wholly owned by the W.G. Group
whose head of f i ce is in Pinetown.

1. 2 On 28 November 1983, a letter was written by the union
to Mr John Story, then MD of the retail division (then
ca lled Gauntlet Holdings) asking for recognition.

1. 3 In a week, Mr Story replied asking for the nunber of
members recruited by the union as a prerequisite t o
talks beginning over recognition of the union.

1.4 On 19 January 1984, the first meeting between the com­
pany and union representatives was held. Thereafter,
several meetings were held and sane progress was made
towards drawing up a complete recognition agr eemen t
and procedural agreement.

1.5 However, unfortunately, in April 1984 the Browns Group
personnel division becerre directly involved in these
talks which c o- i nci ded with their gradual breakdown.

1.6 In June, further talks were adjourned f or 2 months at
the canpany's request, which the union did not oppose,

1.7 In late Augus t , the union wrote t o the canpany, asking
for negotiations on wages t o begin and proposing a
wage increase of R80, OO.

1.8 In September , the carpany wrote back saying it had re­
o r ga n i sed, had incorporated additional s tor e s , had
changed its name t o Browns Retail and was now wi th­
drawing fram further meetings with the union until 2
pre conditions had been met; was withdrawing the right
of union organisers t o have access to workers inside
the store premises (there has been no arrenqerent con­
cerning check-off) and that it was planning t o retrench.

1.9 The workers. decided, although they were dissatisfied

18



- Spar -

with the canpany's approach to ccmpl y with the COOlp­

any ' s requests. One request was to be given an "auth­
ent icat ed" copy of our const i t ut i on as erdor sed by the
Industrial Registrar and the other request was that
~ Union ' s membershie. should be verified once ~ain.

This had been done before, on 2 ocassions . Neverthe­
l es s, the workers felt that, unreasonabl e and unnec­
essar y though it was, the canpany would be allowed t o
check the union' s membership once again .

1.10 An agreenent had been reached with Mr Story, the pre­
vious MD , before he was replaced , and which was set
out in a l etter from him , that the union' s membership
would be verified at a meeting with union r epresent­
at ives . Union representatives would bring t o this
meet i ng appl icat ion forms s igned by the wor kers aoo
ccepeny r epresentatives would bring f ull lists of emp­
loyees at each store. Union membership would be veri­
fied by canparison of these two things .

1.11 On 1 November 1984 , union and ccepeoy representatives
met at the union off ice t o verify membership . However,
the ccmpany representatives did not cane with anythi l""lg' .
They said that they did not have a full r ecord of emp­
l oyees at their head office level but only a t a s tore
l evel . They proposed that they take down the names of
all the union members and check these aga i nst the record!
of employees at each stor e . This was accepted t o avoid
further disputes qnd delays.

1. 12 However, instead of doing this, managers a t each s tore
were instructed t o interview union members personally
and t o a sk them a variety of questions . Union members
were ca lled individually t o the managers of f i ce and
asked , i nter alia, why they had i oined the union , did
they think they were do i ng the right thing , e tc . This
did not happen t o a ll the members . certain questions ,
like the two mentioned above , seemed t o have been ask­
ed. mainly f rom Indian ~loyees not fran the African
employees . There had been no consul t a t ion on this
method with the union nor had any notice to the union
been given of this method ,

1.13 Sane workers, unaware of the manager's purpose , denied
their union membership while others answered truthful­
ly. In response, the union wrote t o the canpany ca ll-
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ing for an immediate halt to the i nt erviews on t he
grounds that i t arrounted t o harrassment and s tat ed
that the company had only t o check i t s records , which
was what had been agreed upon .

1.14 This led t o a f ive week deadlock that culminated i n
t he str ike .

2. The strike

2.1 On Friday December 7, workers frOOl 4 stores stopped
work , followed on Saturday , 8 December , by workers
f ran other s t ores.

2. 2 There were several demands presented to t he canpany :
a) immediate/prompt recognition of the union
b) the R80 ,OO wage increase demand
c) reinstatement of 2 of their fellow workers who

had been dismissed
d) certain local gr ievances (wh ich differed f ran s t ore

t o store) had to be resolved .

3. Subsequent developrents

3.1 The dismissed workers decided , as a f orm of pressure ,
t o stage one-person pickets out s ide the stores affect­
ed by the dispute to the custcxners .

3. 2 In all cases , s t ore managers telephoned the police
who initially arrested the picket ing workers and their
nearby canpanions, but r e l eased them without any char­
ges hav ing been laid.

3.3 On 4 January , a meeting was held between the genera l
secretary of ~.WU~. , the Natal Branch Secretary and
the Spar shop stewards cha i r per son and management rep­
r esentatives t o di scus s the i s sue. Although t hey agr ­
eed t o this meeting , management i ns isted t hat t hi s
was merely a "courtesy meet ing" and one in which they
wished t o clarify the f act s . No proposals or of fe r s t o
resolve the dispute were negot iated at this meeting .

3. 4 I' s a r esult of complaints by management that the work­
ers ' pi cket ing was not conduc ive to negotiation, work­
ers voluntari ly suspended t heir picket ing of the s t or ­
es for a week.

3. 5 The next thing that wor kers saw was the distr ibut ion
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of a message from the chainnan of Spar (5.n.) , who is
also the chief execut ive of the Br own Group (pty) Ltd
which s tated t hat none of the workers would be taken
back , t hey had mos t l y been replaced and a ser ies of
false accusat ions paraded as "true facts" . Subsequent ­
ly a telegram was received whi ch conveyed t he same
rressage t o the union , ie. the workers would not be
taken back and the directors were "unwilling" t o con­
sider the matter further.

3.6 The union has r eplied by way of an open l ett er.
3.7 In the same period , the union has formed Support Coom­

itt ees in Dur ban , Harlmarsdale and Pietermar i t zburg
which have been ass ist ing the workers in raising f unds
and publicising the dispute t o the carrnuni t ry,

4. St ructure of the~ :::. WG Brown GrouE.

It i s apparent from the company 's var ious i nterests,
as f rom Mr P R Heber-Percy' s i oint capacity as cha i r ­
man of Spar (SA ) and chie f execut ive of Brown (Pty)
Ltd, that t he WG Br own Group i s the chi ef f ranchise
holder and dist r ibutor for South Af r ica and. possibly
the South Af r ican r egion.

5. Financial s t atus of the workers

5.1

5.2

5.3

5. 4

In a word, i t i s desperate . While the workers rrorake
is s t il l high and t hey are s t i l l full of cour age , they
face many problems .
Thei r e xpenses include rent, food , water and lights
(or fuel) , transport, H P payments (most of which are
now i n ar rears ) , school fees and. school books f or
t heir children , e tc .
There a re approxi mately 190 unemployed children of
the d ismissed workers of school-going age who should
start a new school t erm at the end. of January . In add­
i tion, there a re younger children , wives or husbands
(as the case may be), parent s, depend.ants , brothers
and s isters , e tc .
In r elation t o t he needs of the s i tuat ion , a small
amount of funds has been collect ed and scree of it
distribut ed evenl y t o the workers.
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6. Future Plans

6.1 At the time of writing the workers' plans t o pressur­
ise the company to negotiate with the union include
the following:
a) ioint action by members of other unions t o approach

their managements , especi ally those that have bus i ­
ness dealings with the WG Brown Group , t o approach
Browns requesting them t o negotiate with CC1'WUSA.
This has already been discussed with other unions .

b) t o intensify attempts t o inform all sect ions of
our communi t y about this dispute so as t o obt a i n
their suppor t .

c ) a possible consumer/t rader boycot t of the retail
and wholesale out let s owned by the Browns Group i s
also being considered. ·

7. 1 we request your support for our struggle.
7.2 The wor ke r s would appreciate a gener ous financial ass­

istance, especial ly if it could be for an on-going
period .

7.3 Financial assistance f or those who hope t o be attend­
ing educational institutions will also be highly appr­
eciated .

For further details contact CC1'_WU~ Natal ,
phone Dur ban 316320 •

• Postscri~ - Spar workers have since met t o call a
boycott of Spar stores. This decision 1 S

suppor t ed by co.VUSA.
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Shopworkers Fight Retrenchment

On t-1onday 14th Januar y O. K. Bazaars
Informed the Ccnrercfal , catering and

All ied hbrkers union (ro.NJSP:) and the National Distri~

~tive and Allied WOrkers union (M.Jll\W) that they would be
retrenchi ng 1500 workers by the followi ng Morrlay , and a
fur ther sao wor kers by the end of March , 1985.

At no s tage pr ior to this not ice had O.K. Bazaars g iven
any indication t o the unions of i ts intention t o retrench.
Less than a week's notice was thus being g iven to the union
and the decision t o retrench and rrethods of iaplele1tation
had been taken without any nego t iations . In the erd the
unions prevented re trenc:tnents a lthough t E!lJ1X>rary lay-offs
will occur .

The union' s r esponse t o O.K. Bazaars was the following:
- demanded proper notice of i ntended ret .rencrsrenes
- demanded f inancial disclosure to just ify the need to

retreuch
- demanded that a ll the alternat ives t o retrenchnent be

fully explored and negot iated before implementati on and
that al l the necessary information t o carry thi s out be
s uppl i ed by the ccepeny

- demanded f ull consul tat ions occur a t shopfloor l evel at
all O.K. establistrrents am that sufficient t ime be
provided for this

- danaOOed that the carpany should not iq J1anent its in­
tention t o retrench on Mon::lay and DUSt enter i nto nego­
t iations with the uni on.

11 ITE!eting was then held wi th O.K .. on January 18th, where a
~adlOCk resul ted , On January 19th , a d ispute was declared
Wlth O.K. Bazaar s am O.K. was warned not to irrplanent the
proposed r etrenchnent before it had been properly negotiat ­
ed with the un ions. O.K. then agreed not t o go ahead with
retr~ts on Monday the 21st . They agreed to enter into
negot i atlons wi th Cl:AMJSl. arrl NUmW's nationa l negotiat i ng
teams for O.K. Bazaars , whi ch iocluded shop s tewards fran
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branches througout the count r y .

The unions met with O. K. from Monday 21s t t o Saturday 26th
and after lengthy negotiat ions eventually reached an agree­
ment i n respect of the first phase of O.K . ' s proposed re­
trenchments . The negotiat ions involved cal l ing in an aud­
itor t o scrutinise O. K. 's books and exploring a wide range
of alternatives t o retrenchment.

The number of intended retrenchments was cons ider abl y re­
duced and O.K. agreed t hat workers would be temporarily
laid of f instead of being retrenched. 1051 workers would
be affected and laid off workers would be guar ant eed re­
employment on the 7t h tugust 1985.

The laid of f workers will be paid 2 weeks wages and will re­
main members of t he medical aid and pension fund. They will
be entitled t o dr aw unemployment insurance benefits during
the 6 mont h period and jobs that ar ise i n O. K. during this
period wil l be of fer ed t o them , including casual work.

The worke rs sel ected to be laid of f (fol lowing negotiated
sel ect ion cr i ter ia) wil l be gi ven t he option of retrench­
ment if they so wish, though t he unions have advised work­
ers t o opt for lay off .

WOr ke rs who prefer t o be retr enched will be paid their pen­
s ion in ful l t ogether with O.K . 's cont r i but ion, will re­
ce ive se verance pay based on l ength of ser vice and can be
re-employed when vacancies occur .

The Company shal l adv ise t he unions of all vacancies
t hat ar ise , includ ing new store openings .

The unions remain opposed t o any retrenchments. Where
cost -cutt i ng exerc ises do occur retai lers wil l be under
pressure t o come up with alternatives to retrenchment .

(~WUSP. cammunlque ,
.ranua ry 1985)
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Case Study: The Paterson System at a Factory in
Cape Town

This study i s an examination of the appl icat ion of iob ev­
al uat ion at a spec i f ic fac tory in cape Town . Thi s particu­
lar enterprise is concer ned with fi sh processing , and has
three factories in Cape TO'.oln , which in 1982 (when this
s tudy was done) employed a tota l of 1 ,400 weekly paid work­
ers and about 163 salar ied staf f . Altogether , on a national
scale, the coop:lny ~loyed 6 , 5CX> people . The Pa terson sys­
tem has been used s ince 1975 , rot nei ther the un ion involv­
ed nor the wor ker s were consulted about its introduction.
It was only many years l a t er that the wor kers became aware
of Paterson and the union t ook it up a s an i s sue .

This case study only deal s with i ob evaluat i on f or employ­
ees i n the 11 a nd B Bands , f or it i s in these bands that
the maior i t y of empl oyees fall . (see Len Ie Roux' s article
elsewhere i n this edition) The 1-. Band is at the bot tcxn end
of the hierarchy of iobs and wage r ates , and consists o f
workers de fined by managerrent as "unskilled". Exarrples of
workers in this Band are fi sh sk i nners , packers , cleaner s ,
machine feeders , fi sh cutters , weighers , tally clerks ,
drivers , checkers and securi ty guards . Accord i ng t o manage­
ment , A Band wor kers ' decis ions are def i ned fo r them , aoo
they are not required to make any decisions "which may mat ­
erially a f fect the accepted s tandard of performance of the
Canpany" . A Band workers are r egarded as fully tra ined
after 2 - 4 days . There i s little or no formal training ,
and performance cannot be ilrproved wi th fur ther training .
T~ equipnent arrl ncveeenes used in the j ob a re e ither self­
evldent or c lea r ly specif i ed . The wor kers are told e xact l y
and precisely what t o do , of t en down t o the last oovceeoe ,

Workers performi ng heavy work all the t ime ar e graded A2 .
~rkers are usual l y r ecruited i nto Al j obs and if they

prove thei r ab i li ty and reliability" they may IOOve into
A2 WOr k . One s ubgrade higher the "Tabl e Heads " or "Lead i ng
Hand .. 'u s are employed as 1,3 workers . All A Band workers work
nder close supervis ion (the supervisors be ing in the B
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Band ) and are thus a t no t ime g i ven the opportuni ty by sup­
e rvisors or management to make decisions .

The 8 Band consists of wor kers def ined by management as
"semi-skilled", and , according to management , j obs i n thi
Band r equire "both training and pract ice (expertise) t o en­
sure t hat t he operators automat ically make the correct
j udgement s requ i red in the execut ion of their du t ies . "
While the overall process of act ivi ty i s specif ied by man­
agement , the workers make decis ions r egardi ng the final de­
ta i ls i n the car rying out of operat ions , decisions r egard­
i ng t ools, sequence and t iming .

workers graded B1 are weekly paid . Jobs fa ll ing into the 81
category are : var ious mach ine operators , drivers , quali t y
inspectors , and r ef rigeration plant attendants . Of the
1,400 weekly pa id wor kers employed in cape Town in 1982 by
the firm , 1,306 fell i nto the A Band , of which 932 workers
were i n AI , 266 i n A2, and 108 in }o3 .

Wor kers ' basic wages are determined by t he ir grade . In mid­
1982 the weekly wage s were : for an Al wor ker R49, 44; foran
A2 wor ker RSl ,30; fo r an 1'3 worker R5S, 90; for a 81 wor ker
R70,lS; and for a 82 worker R77, 87. WOrkers might r ecei ve
an incentive bonus above th i s basic wage, as wel l as long
service i ncr eases .

A grad ing ccmni ttee was set up by management with t he re­
spons ibilities of grad ing j obs. This comnittee cons i s ted
of e leven managers ranging f ran the group personnel manager
to the managers of the var ious d ivi s ions in cape Town. No
workers or union of f icials were represent ed, and t hus gr ad­
ing and the decision mak i ng about the import ant cr i ter ia
of a j ob occur r ed totally above the workers' heads .

An i mportant par t of the Paterson package, sold t o manaqe­
ment by the consul t i ng agencies am used by management t o
acclaim thei r "fair, rational and scient ific" sys tem of
grad ing and wage determi nation was a collection of graphS
and d iagrams , as wel l as a syst em of j ob evaluat ion media,
involving s l ide-tape shows , overhead transparencies and
brief i ng l ecture s intended to i nform workers of the Pater-
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n sys tem. At an ideological level , these graphs and d ia­
SOams had a scientific and academic allure , often serving
f~ obscure the real s ituation.

nagement claimed that these graphs and diagrams , and the
r:~b eva l uat i on system as a whole , could be used to encour­
'ge workers to plot their careers and t o aim t owards promo­
~ion . For the ma-icr i t y of workers in the lower bands , hOW­
ever , the prospects of promotion are very s light. Further­
roore, by talking (as Paterson recume nds ) in terms of grad­
es rather than wages , managarent sought t o r educe the " EmO­

tional di sturbance" of workers during wage bargaining .

'rt1e maiori t y of workers at t h is factory belonged t o a reg­
istered democratic trade union . The un i on was not Informed
about the Paterson system at the tine of i t s i nt r oduct i on
and onl y becarre aware of i t afterwards . Paterson 's grades
and bands actually cor re sponded exactly to the Industrial
council gr ad i ng system , and at negotiations the union sim­
ply talked in terms of the Industr i a l Council grades one
t o four (corresponding t o Paterson grades Bl t o 10.3) . The
union organi ser s believed i t was important t o count e r man­
agement 's asser tion about the scientif i c ity and equity of
the '[ ob eva l ua t i on system , t o counter the media offens i ve
that managarent was planning, t o develop their own ideol ­
ogy based on a different set of assumptions from those of
management and to educate the workers about how '[ ob eva lu­
at i on affected them . Significantly , the un ion did not use
Paterson terminology.

'Ite union felt it was i.mp:lrtant t o realise that manage­
~t' s notion of career-pathing was unrealistic for the
Inalority of workers , that iob evaluation d id not affect
the ~bility of workers favourably , and that pramotion­
5eek: u19 encouraged irrlividual advancement and d ivided the
~rkers. Fur thermore , the union strongly re-iected the not­
100 that the grad ing h ierarchy and pay s tructure were two
separate i ssues. The union organisers sirrply translated
grades into wages for the workers.

~ then , if the Paterson grades were exactly the same as
a lready existing Industrial Council grades , had manage-
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rrent; i nvested a great deal of t i me and money on the instal
lation and ma intenance of this systan?

The personnel manager claimed t hat '[ob evaluation was imp.
or tent because i t "sys t emat i ses t he whol e personnel func­
tion" . It was also , according t o him, "inva l uabl e in t he
face of union agi tation" as it generated. a "defensibl e,
logical , scientific" pay s t ructure which he hOped. would ,
fo r those r easons, not be challenged by workers or the
union. The union , in opposition to this , felt that i ob eva­
luat ion could not be seen as scientific and that i t was
impor t ant t o attack such an assumption .

Far f rom el iminat ing confl ict in collect ive barga ining
management therefore increased the ter ra in of disagr~

ment between them and t he union by the i ntroduction of
the Paterson system .

(Cathy Mathews , Cape Town)

SOUTH AFRICAN REVIEW TWO

Is South Afri ca an imperialist power?
T rade uni ons or community - who is calling the tune?

Limits 10 labour courts: lime to go back 10 the facto ry floor?

South Africa" Review takes a ~t a rt h i n l: look :l l recent developments in South Africa .

The Iollo .... injt top ics have been singled OUI for mt erpretatton : Politics & Resistance
Labou r: South A fri t a ' ~ In terna tio nal Relatio ns; Rural Areas & Bantus tan s.

Ea ch ~ct i on contains a brier intro duction follo ....ed by studies which are wide-ran ging
scnpe and compact in tre atment .

Pr ice: R14.90

--
6 IVIVAN PRESS
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The Circle Game

BelOW we republish an ar ticle - based on a report f r em a
carworker s conference - f r OOl TIE Euro~ (Transnat iona l s
Information ExC~, No 16, sept 1983) on the dangers of
QUali ty cont rol Ci rcle s . It i s t o be expected that as re­
cess ion deepens I'OOr e South Afr ican firms will adopt this
s trategy in order t o maintain pr ofits . According t o the
National Product i v i t y centre , 50 organisations here a re
using quality c i rcles - including Anglo Amer i can Li fe,
ISCOR, ESOOM , CSIR and NPC (Sta r 21.5.84) . Quali t y circles
draw on the knowledge and effort of workers t o solve prob­
Iens and i ncrease productivity and profi t s ("cuali t y c i r ­
cles have key r ole in S Africa" , Engi neer ing week 23.2 .84) .
In addi t ion they have an ideol ogica l role: t o "improve
carmuni cat ions" , to foster a cor por a t i s t spiri t , and to
get employees t o identify with the company. It a l so gives
managanent a way ar ound the union t o the shopfloor . This
ideological function i s espec i a l ly cr uc i a l in the South
African cont e xt where capi tal has unt il r ecently relied
upon very crude r epressive means of control (see "Dairy
Maid boycott" e l sewhere i n this edi t ion) •

••••••••••••••••
Maior changes have been int roduced on the shopfloor in the
l ast few year s and it i s l ikely that mos t curpanies will
cc:'Otinue to care up with new ideas , a ffectirg toIOrkirg con­
dlti ons for those who manage to keep thei r "jobs . I t 's not
onl y technological i nnova t i ons in product design and im­
prOVElleilts with regards t o t echniques of production and
assanbly. No less i.IrpJrtant i s the way in which management
~~~ing t o ga i n cont rol ove r the shopfloor . SCmetines
_ O<:~ use well tried methods such as wcrk-rreesurerent ,
g~eater supervis ion and cenere-ocot ror t or . But there a re
a ~ more subtle rreaos : many fi rms a re establishi n;J so-
~ l ed Quali t y Cont r ol Ci rc les (QOCs) . Groups of workers
~ regula~ brainsto~ing sess i ons on possibi lities t o
"t o ave t hen production qua lity and output. The idea i s

get out of than as much as you can , because who knows
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the '[cb bette r than t hey" by accanoda t i ng them arrl giv i ng
the feeling of being t r ea t ed as equals .

I t wi l l be clear tha t many shopfloor union act ivists a re
not in favour of this developrent , because they feel it
as a threat t o t he unionts pos it ion with i n t he pl ant .
~ l though the phenomenon was i ntroduced fi r s t in Japan,
i t now has become pcpc ter erronq managanent i n many other
count r ies , incl ud ing the Thi rd Wor ld .

Qual i t y Cont rol Ci rc les were i nt r oduced into Japan after
the management had broken the unions ar ound 1953. Unt i l
then , the uni ons has been s imi l ar t o Br i t ish unions . But
in a mas s ive conf rontat ion that led t o a 100 day s t r i ke
at the Nissan/Dat sun plants , the democrat ic unions were
smashed and so called "Ccmpany Unions " put in their pt ece,
cccs were introduced as a method of ccrrmmice t ion between
management arrl the shopfloor which favoured management .
(1,ccord ing t o Ichi ro Saga of Rodo Joho and univer s i t y of
Tokyo] these CCCs wer e at f i rst used t o t ry t o mot ivat e a
young workforce which was d i s i llus ioned over t he destruct­
ion of their union . !".anagerrent , wor r ied about sabotage ,
absent eei sm and high t urnover , invited worker s t o make
s ugges t ions about how t he job and genera l cond i t ions could
be improved . By respond i ng pos i t ive ly, management was able
t o gain t he s uppor t of many of t he workers .

Of cour se i t was not l ong before the whol e th ing was turn­
ed a round , wi t h "spec ial a llowances" and bonuses be ing
dependent on the nuroer of suggestions made by a wor ke r
and hi s or her genera l a t t itude and mot iva t ion.

The lnnual Repor t of Toyo Kogyo , wh ich i s 25\ owned by
Ford , shows that in 1981 a t otal of 1. 7 mi ll ion indi vidual
suggest ions were given t o management. The repor t goes on
t o say: "Once a suggest ion has been adopted , it i s up t o
them t o pr ove the validi t y of their idea on t he production
l ine . I f i t does not wor k, the group wi ll re-exami ne i t s
or iginal suggest ion and make correct ions " .

Taking part in CCCs , working over t i me , do ing t he Canpany ' s
phys ica l e xercises , wor ki ng par t or al l of your hol iday
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ra l l y cooperating with management are certa inly a
andt= Of your life in a Japanese ca r fac t ory . But a l ook
f~the wage s l i p of a Japanese car worker wi l l g ive you a
a tty good idea of how much depends on th i s kind of co­
prer ation . (QUOt i ng the case of a young Japanese car worker
: loyed by Nissan it was shown that bas i c pay was l ess
than 20\ of tota l earnings.) The res t i s made up by spec­
i a l a llowances , bonuses and other benef i ts , gi ven at the
discret ion of the foreman or plant manager and dependent
upon one thing - good behaviour and coopera t i on . rereren
and group leaders work alongs ide workers on the l i ne .
'mere they evaluate thei r f ellow worke rs and provide man­
aganent with a va luabl e source of contacts and sources of
information and control on the shopfloor .

'Ihe three P' s- -
The QC system represents a l argely successfu l s t rat egy on
the par t of Japanese managerrent t o incorporate trade unions
into the managerial process and thus cont r ol Labour rela­
tions. Indeed , often such i ni t iat ives a rise fran the unions
themselves . In 1977 the Nissan tebour Union came up with
the 3-P carrpa ign . The "three P's are :
- Participation: of l abour in managerrent ;
- Product ivity: t o enhance productivity in ever y branch

and every industry;
- Progress : of both enterpr i ses and hunan beinys .

~_s the union has expla i ned : "The 13-P] carT{'aign seeks t o
lIY\'rove both l abour I s welfare arrl that of the nation thro­
ugh the sound developnent of enterprises arrl i rrlustry i n
general ." The campaign brought together Nissan , subcontrac­
tors and. sales co-centes with the objective of raising pro­
~~tivity . by 30% over two years . 1'.lthough they fell s hor t
....r 4%, ~lS didn 't put than off a second cerrce tcn which
~~rted 1n 1980 . As par t of this system, regular meet i ngs
. e place to explore ideas which wi ll increase prodoct iv­
1~ and quality . For example , if a cullp:::ment is discovered:lth a . hole 1/100 of a mi ll imet er t oo l arge , opera tor s ,
wo~rv1 sors and . technicians immediat ely get t ogether t o

r out how t his happened and t o ensure i t doesn I t aga i n .
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However , t he iagged edges of the Japanese c i rcle movement
are increasingly being felt , r es ul ting i n a degree of d i~

i llusionment f rom all r anks of the labour movement . On t he
shopf loor it is being r eal i sed that the QOCs are i n the
business of improving prof itabil ity, not wor king condi t ­
ions . A prof i table idea gets picked up immedia t ely; gr i ev_
ances do not . For example , last year at Nissan a wor ker
explained to a meeti ng that his machine was dangerous t o
operate and suggested how i t could be made safer . Nothing
was done . Some time afterwards the wor ker was ki l led by
his machine .

At an off icial l evel the unions are begi nning to question
who exactly i s benefitting from these sys tems . Indeed the
Nissan union has gone so far as to drop the 3-P campaign
altogether . However , th is ar ises more f rom a personal can..
flict between Nissan 's pres ident and t he union chai rman
ra ther than a bor n-again mi l itancy on the part of the union

So far there are few signs of any systematic oppos i t ion
from t he shopf loor to the management 's schemes . The disi ­
llus ionment i s be ing expressed more in higher labour turn­
over and a general deter iora t ion in l abour -management re­
lations ra ther than any organised response. But a lthough
marg inal , there is some increas i ng opposit ion . For the
fi rst t ime two diss idents have been allowed t o run in t he
Nissan Un ion elect ions this yea r . As Japanese wor kers inc­
r easingly see QOCs as black holes wh ich absorb the mechan­
isms of organised labour , r at her than r i sing suns which
radi at e material and social progress , the coming years may
well see some dramatic changes on the stage of Japanese
labour relations .

Brazil

Being introduced in .repan sane 30 years ago , the concept
of the QOC has spread widely on a massive scale i n recent
years. Both Ford and G1 i n t he US have thei r proqrenmes ,

Manuel Veloso Falcao , representing the Metalworkers ' unions
of Sao Bernardo at the TIE Conference , works in Volkwagen's
Brazilian subsidiary . He explains how his union feel s abo~t
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lne QCCS : "1 t " Iea c r cccs 1 JVW is (lC1,oI U't'p an l ng a ser iee 0 .............., a ong apanese
lines. We think this sys tem i s abs urd. The cuupanies
are a l ready explo i t ing the wor kers physical l y . Now
they want to exploit them mentally as well . These CCCS
are also the cause of a lot of unenployrrent . I>. firm
takes a worker f ran the machine , gets him talking for
a week about the iob and better ways of doing the work
and increasing efficiency, and they t ry to get i t i nt o
his head that that ' s good for h im as well as good for
the fi rm. It' s not good for him at a ll , because a t the
end of it a ll the firm get s more efficient product ion
and he gets the sack .

'Ihe firm tries t o get over the idea that tees are good
far both corkers and eeneqerent , If you look at it
closely, you find that every idea that is good for
management , that i ncreases eff iciency and profits , the
fi rm puts into operat ion. Every idea that 's good for
the worker t o irrprove work ing condi t ions , the firm
ignores. The worker on a machine knows alot about that
machine , quite often he knows more than the engineer ­
so he knows if raw materials are bein:;J wasted , or the
i ob could be done better , if it were reorganised , even
when the corpeny doesn 't . So he gets i nto a meeting aoo
g ives a ll these ideas about; hCYW t o make it more e ff i c­
ient; he could get so car r ied away , he a lso says you
doo ' t need so many workers . On his mach ine there may be
4 workers , and he could say you could probably do the
iab with 2- and he 's probably one of the 2 who loses
his iob.

The CaTp3.ny says that the idea of t he c;a::s has care
fran -repan, and Japan i s succeeding in world trade
precisel y because of this system. we say this may be
O.K. for Japan , but not for Brazil . The situation in
~aZ~1 iS ,very different _ most of the culpdnies are
Ore lgn fums. 1lley say, give us ideas and we will make

IrI)re profits , but what will happen t o those profits?
~~ won ' t stay in Brazil , and they certa i nly won ' t
g a the workers e ither _ they ' ll iust go abroad .
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Af ter J apan

The ci rcle game i s a l so being p l ayed in Europe. volvo 's
use of soch sys tans is w ll-kl'lOWTl and widespread through­
out t he cullpany ' s plants . At Ford UK QCCs cere spr tmq on
the arployees in 1981. Followi ng a vi s i t t o Japan the
fi rm's senior maneqerent; came up with their "After Japan"
(AJ ) progr arme . The key ererenrs of this sys ten i nclude :

QCCSj rrcr e autcxnat i on; Irror oved manning flexibili ty; re­
duced manning; d i fferent wor k practices ; managenent re­
s t r uct ur i ng . In the i r presentation t o the unions Ford UK
mi nced no words : "What has changed i n the 19805 i s the
dramatic increase i n ove r seas canpet i t ion , with part icular
reference t o Japanese, which means quite s i rrpl y tha t un­
less the changes under the AJ prog ramme are achieved For
Br ita in cannot survive as a mai or motor manufacturer . "

Under the 1..1 scherre production enployees are expected to
perform maintenance and s t ock-movi ng duties and t o ass i st
in line feed. They are a lso expect ed t o accept any changes
ar is i ng fran increased automat ion. This i s therefore bre ak­
ing down denarca t i on bet ween t rade s arrl a t tenpts t o resrove
i ssues o f t echnol ogical change fran the barga i ning agenda.

Many observe rs see 0Xs as an i nt egral part of a concer ted
meoeqerent s t rategy t o break the "power" o f t rade unions.
In many of the developed count ries , mos t notabl y Brita i n.
Italy eod the US, auto workers have through s t rong shop­
floor union organi sa t i on devel oped a high degree of i ob
cont rol . Li ne speed , supe rvis ion arrl demarcation , for
exercte , were cont rolled by the effect ive sanction of
s t rike action . During eeonanic e xpans ion the balance of
power on the shopfloor was t o the d isadvantage of manage­
ment . But with the pre sent c r is i s of profi tability and re­
cession , managers a re mak i ng up for l ost t ime in the battle
for the f rontier of cont rol . Trade uni onism i s t rcreestrare
unde r a t tack on a number of l evels .

Many count r i es are witnessing a def t l y executed pi ncer
movement wi th an ideological and legislative assaul t f rom
gover nments coupl ed with more sophist ica t ed managerial
t echniques . The somewhat c rude uni on busters of yest er ye¥
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have been replaced by consul t i ng f i rms wi th their emphas is
on "ccmnunication" and "team spi r i t " . Some of the J apanese
methods are adapted t o meet particular national coodi tions
within a framewor k which redefines industrial re l ations as
human , inter-personal relations. Wa l ter Goldsmi th , head of
t he Br i t ish Institute of Di rectors expl a i ns where this
leaves t he unions: "Clearly when a r e sponsible and effect­
i ve managerrent carmunicate s well with employees, t hen the
vacuum into which unions in the past moved i s filled by
effec t ive managanent". Thus the unions , close on the heels
of many of their members, become redundant.

Al though unions have yet t o play their final scene in t he
scr ipt of the new managerial ideology, they are suf f icient ­
l y on t he defens ive to be largely impotent when f aced with
t he new t ecbnotcqfes and r edundancies which comprise the
res tructuring of the world auto industr y. The extent t o
which they can resist t he i mposition of t he c i rcle game,
and all it implies in terms of he ightening national can­
pet i t ion , i ncorporating workers into manager ial perspect ­
ives, breaking trade unions and introducing new product ion
t echno.loq i ee , clearly varies accor d i ng t o national and
pl ant-specific condi t ions .

But even in cases where union traditions run deep changes
are taking place. Certa i nly there a re s igns that the empty
promises of parti cipation may l ead t o some d is i llusionment
among the wor kforce as most of the examples show, but man­
agement s a re becaning more adept in r epackaging t heir pol ­
icies and thus s tave of f any r es urgence of militancy.

Par t ici pants t o the TIE [conference] broad l y agreed t ha t a
priori ty for act ive trade unionists i s t o expose the thread­
bare nature of these scbeees in t erms of enhancing working
condi t ions and j ob satisfact ion , and reveal their true
guise as t ools t o s t rengthen managerial control . But equal­
l y important was a need t o asser t alternative s . jUter nat iv­
es which follow from a coherent vis ion of industrial and
socia l democracy. Most importantly, a lter na t i ves which har ­
nes s the s har ed aspirations of those who work in the ind­
ust ry and those outside it. Wi thout this the c i rcle game
may well be lost .
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Unemployed Workers on the West Coast

Grapnel Si l encers Ltd in Atlantis retrenched 112 wor ker s
near ly half its wor kforce - as motor manufacturers and
ccxnponent s uppliers i ncreasingl y begin to fee l the impac
of the recession genera l ly and the s lump in t he motor ind­
ustry particularly. The increase in petrol pr i ce will only
compound t he alr eady grave s i tua t ion .

At lant i s on the west Coast , 50 km outside Cape Town , has
became a pathet ic s ight with its spiralling unemployment
(see &\LB 10.3) . Hundreds of workers queue fortnightly for
the unemployment benefits which most acknowl edge t o be very
i nadequate, and daily hundreds are seen walking f ran one
factory t o the next looki ng for wor k. It i s not onl y At lan­
t is that i s af fected . teeny of the surrounding towns such as
Mamre , Mal.mesbury and even as f ar a f ield as Saldanha have
been hit by unerrpl oyment. While t he Depar trrent of Manpower
in the wester n cape do not see unanployment as "significant
at t his s tage" i t i s s t eadily i ncreasing. ~'igures r eleased
by the Department' s western cape rnepectorate showed 7 , 976
peopl e r egis t ered as unanployed i n December . But this i s a
gross underestimation as it i s well known t hat thousands of
wor kers are e i ther underempl oyed or unemployed but have nol
registered a t the unemployment office.

De ve l opnent s in Atlant is are important because of s tate
attempts at f ostering deoent ral ised gr owth poi nt s - where
workers live near t o the i ndust r y and where ur banisat ion
i n a sense can be cur bed . The social engineering of "depop­
ulating" the met ropoli t an areas through housing incentives
encouraged many t o take advantage . Whils t they thought that
taking a house in Atlantis would assist them in gett i ng em·
ployment in t he l oca l indus try, in pr act ice this did not
occur . Many s t i ll have t o ccmnute t o town while others , who
d id find employment , now find themselves r etrenched.

Un ionisat ion in the area is ext remely weak mak ing workers
vulnerable t o management abuse . Where unions have e s tab­
lished a presence t hey have been gener al l y bureaucrat ic ,
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bl e t o secure i repr oved ccod t t ions of eroployrrent and t ot­
~y unsympathetic t o grassroots issues workers are con-
~ ooted with in the a rea . 'l1le weakness of unions i s clearly
r ideoced dur ing re t renchrents, where no agree mente have:eo negot i a t ed . Even the mos t accepted principle of last­

0n-f i r s t -out (LIFO) was not applied , contributing t o ten-
1 ions amongs t workers . t veo worse is the growing suspicion
: tlant iS workers have of their fellow workers of Cape Town.
As one put i t : " they care and take our j obs" .

Sign i f icant , too , is that wor ke rs don 't know thei r rights
when unemployed (ie. the few they have!) and many lose out
on the nonies they are ent i tled to . The workers I spoke to
were all unerrpl oyed - sane were young , ot her s old , bu t all
were angry and bitter . They are angry at the system, t he
bosses and the goverrroont :

walfad ia , 27 and urmarr Ied expla i ns :

I wor ked fo r AMC Class i c , you know that place that makes
the pots . Before that I worked at a clothing fac tory in
Cape Town . I moved t o Wesfleur 3 years ago because I got
a better j ob. I earned more money. I was a despatcher at
loMe Class ic. I earned R65 per week.

SoLa : HCM did you lose your j ob?

I had an argrrrent with the s upervisor . The "boere" (whites)
like t o push you ar ound . I back chatted . They t old me t o
~eave . That was in 1983•• •early part . Since then I am l ook­
Ing for a j ob. But damn it I can 't find anything .

~L8 : HCM do you survive?

I l ive off other people . but I feel bad about it . But what
can I do? I i ntended to "snokkle" (swgglel • •• I'm serious ,
I f!llst do sanething .

§ll.LBl Did you ever draw unemployrrent money?

~never . I don ' t know my rights . No-one e xpla ined them to
• When I d id go t o the of f ice, the c lerk t ol d me I was
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too l ate . So I did not get my lOOney .

Sl'IL8: What are the me -ier problems you have?

f",oney ! xoney t we have no money. The Council sends us the
white paper [reminder of rent arrears] . Everyt ime we re­
ceive the whi t e paper we must pay R2 ,OO e xt ra . This i s our
other wor r y ••• the house . I might l ose t he house I 'm shar­
i ng wi t h people .

****************

Josel i ne , 23 and Kar ia , 44 stand outs ide t he factory gate
The t ime i s 10 .30 am , Monday 21 J anuary . I t is extremel y
hot already. They are part of a c rowd of 70 workers cl i ng­
ing t o the gates of a newly-opened factory . They hOpe t~be

asked to came through and place the i r names on the wait ing
l ist . The secur ity guards pat ro l the gate . They shout a t
the wor kers not to push . One or two manage to squeeze past
and are led to a nearby office. They wait outs ide t he office ...

•Toseline and Maria both leave the gate and stand on the op­
posite s ide of the r oad . Others decide to s i t under a tree
near t he gate. I approach the two and ask whether they are
prepared t o talk about thei r experiences . They agree. Both
lean aga i nst the car . Eventual ly Joseline star ts :

we both come from Ma lmesbury . Everyday we t ravel to Atlan­
tis . we have done this for the l as t year looking for work.
We were both re trenched from Lemonkloof Sraa i Chickens .
we were packers t here until they put off a lot of workers
early in 1984. There are a lot of us who a re unemployed
in the area . The two of us are lucky that we can sti ll
come here and look for work . l-iost of the workers can ' t.

SAL8: Why? can you explain?

The money of course ! I t costs us R2 a day by bus to this
desert ! The bus l eaves at 6 .30 am and we arrive here at
7.45 am. we only go hame ton ight when the bus goes , t hat
i s at 5. 15 LE .

we walk f rom fact ory to factory . we know all the factorrs
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he e but we get the sarre answer . They say "wa i t here , care
~e; , come coror row, cane next week" . I t is the sarre s tory

la ryday . They let us wait unt il somet imes two o 'clock be­
:";e theY put up a not ice or send out sareone t o say there
i~ no work . They don ' t t ell us early in the lOOm ing so we
ICJ')O\o' where we stand.

50\[.8 : How do you survive?

I can ' t say for Kar ia , but I have a ch i l d and I s til l l ive
wi th my parents . Only my father and brother work . Both are
It ,'DE . But they say there will be more ret.renchrent s in

March . SO t hey might l ose their 'jobs , So a t the mc:m:mt it
i s difficul t . At home it causes a lot of problems because
sanet irres they think I don ' t want t o work . It causes alot
of neuse probtems , you know I

****************

1\ worker shout s that screooe i s cani ng t o the ga te . Ever y­
body rushes back to the gate . "What do they say?" , asks one
worker to those who managed t o get past the ga te t o the
off ice . The securi t y guards let the workers out . All the
res t surround the 2 workers that managed to get in . "What
do they say?" , " Is there work?" , "What will they pay?".
())e of the women repl ies : "1hey want exper ienced peopl e .
We must COle back cororrow, 1hey can ' t make a decision."
'"\o.tty not?" , asked another worker . " I don ' t know, t he
bosses are play i ng games with us" , i s the reply . "But
they kept you there for an hour • • •What did they do al l
the t ime" , says scmeone else .

; check the time , its 11.45 am. "You see" , says Joceline,
'!he scme story . So i t will go on. "

****************

Katrina , 32, i s married has 2 chi l dren (4 and 9 years old ) .
She explaIns her s t ruggle for work :

~aWOrked for Cape King Foods i n St i kl and before my busbeod
~ntr~nsferred t o Koeberg . That was in March 1984. s ince
Many Ifve been l ooki ng for a i ob. But t here i s nothi ng.

o the factories br ing thei r own workers fran Cape
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Town . At f irst the cove r mene said that they were going
to build f actor i e s for the people of At lantis to work .
But this did not happen . So we in l. tlantis have no c hane
of ge t t i ng work .

~LB: What do the bosses say when you ask f o r a job?

You know t hey a ll say the same thing . Not t oday , care
later , try next week • ••e verdey the same thing . It 's r ea l ly
bad . It i s a l ready like a rhyme in our heads .

SAW: What do you Intend doing?

I 'll probably have t o go back t o SCottsdene, where I COOle

f ran, and try t o get a j ob there . I might s tand a better
chance . 1 ' m no t sure . You know what happens here? WOrkerS
that have work bring their aunts , uncles , br others a rrl
s ist e r s t o take the openi ngs . So we will never ge t work .
'Ihis Atlanti s is so bad , I would not "bring my enemy her e

I might have t o go alone , because my husband has a j ob
her e a t koeberq , I'll j ust go on like this t i ll the eod of
Fe bruary , then make my move,

****************

By the time I l eave , 12 . 30 pn , many workers s t i ll sit wait­
ing . About 20 workers decide t o go t o another f actory .
Ot her s go home . A gr oup s itti ng under the tree, s tar ts
shout i ng :

nWe want work ! we want wor k ! "

(Ma r cel GOl d i ng , cape Town, January 1985)
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case Study: Introducing Work Study at a Factory in
the Transvaal

wa.! i! work study?

work st udy is the study of how work is done . It l ooks at
the way work is organi sed . I t gat her s information about
the wor k process . It tries t o work out the most ef fect i ve
way of work ing .. Ther e are two methods of wor k s tooy:

Method s t udy l ooks at the way in which wor k is done or the
arrangerent of the d ifferent s teps in one i ob. Method s t udy
records ever yt hi ng that affects the work process . These de­
tails are caref ully studied . 'lhe work study engineer then
suggests new ways of working that will be more "e ff ici ent".

work rreasurement measures the time a worker takes t o finish
a l ob. The managerent tries to set standards by using this
method . The wor k s t udy engineer times the -[cb with a stop
watch . Then he rates the performance of the worker . A
Mbrisk and bus iness l ike" rate usual ly means 100%perfoDm­
eoce, 'I1len he d ivides the iob into elerents and times each
elerent . He writes down the performance rating for each el­
Ement .. 1\t the end o f this exercise he works out the s tand­
ard time for the i ob. (Usually a rest allowance of about
14% is added to the 100% rating .)

The engineer can also measure wor k in a different way. He
s t udi es the job and breaks it into e l .erencs , He uses a set
of standards t o wor k out the time for each e l ement . These
standards have been worked out befor ehand . Each ki nd of
work is given a specif i c time . He adds them together t o
get the time for the - iob ,

IoIlat does~ work stOOy engineer do?

~iwork. s~trly eng i neer follows these s t eps :
2· d7ntlfles the work process , its beginning and e nd

• ~~es down all the information about the job , This in­
es a char t showing the e l ements , the times o f the
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e terrents and how much t ime is wast ed i n each e lement .
(An "activi t y chart" is used when s tudy ing the work of
a machine operator . This chart i s used to f ind the best
method of loading and unloading the machine t o save time

3. examines the work process by us ing the charts and by
looking a t the worker doing the ;ob

4. thinks of new methods that wi ll shorten the wor k process
5. measures t he t ime t aken for the new method. I f he thi nks

that t he new method saves a l ot of t ime he def ines t his
method as the new work process .

The work study eng ineer uses a set of pr inciples when he
studies each ; ob and assesses its per formance . Fi rst he
l ooks at the way the buren body i s used . Both hands must
wor k t ogether and they must rest a t the same t imes . Arms
must a lso work at the same t ime but i n opposi te di rection
But arms and legs are harder t o move than hands and. body.
So work should be des igned to encourage hand. and body move­
ments . Also each movement should prepare t he body for the
next movement . There s hould be an easy r hythm in each . From
swinging movements a re easier t han sharp , ;er ky movements

The engineer then l ooks at t he workplace. All the necessary
t ool s and mater ials should be kept a t f ixed work stat ions
i n def inite pos it ions . The wor ker then does not have t o
search for his tools before he can start to work . The
lighting must be good enough so that the worker doesn ' t
have to s t ra in his eyes . The t ool s and equ ipment should be
painted different colours so the wor ker can easily pick up
t he correct tool . Also the t ools must be des igned to hel p
the worker do his ;ob . The wor ker should not have to change
position t o use a tool .

The work s tudy engineer 's a im i s t o speed up product ion,
ra ther than to make work more pleasant or i nteresting .

Why does management use work study?

Work study is ma inly used by enployers to raise product iv­
ity (Ie , to produce t he same/or rrore wi t h fewer wor kers) .
Management can raise product ivi ty in two ways:
* by investing in capital. Managanent buys new machinery
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to produce goods more quickly
'/I by reducing the amount of work needed to produce a prod­

uct and reducing the time when workers are not working.

Managemen~ usual~y prefers the second way of incr easing
productiVl ty . 'I'hi a way means that managarent does not have
to spend a l ot of money on buying new equtprent., With to­
day ' s eeonOOli c reces sion this i s very important. Manage­
ment has t o pay high interest rates t o borrow money to buy
new equiprent .

~rk s t udy can benefit management i n ot her ways . The s t udy
of ten uncovers ot her pr oblems i n the work process which
waste t ime . WOrk study increases rnanagarent 's knowledge of
the work process - and therefore cont rol ove r workers. It
gives management a standard time for each -iob, Management
expects every worker t o keep t o this standard and not pro­
duce l ess than s t andard . WOrk study can be applied t o a ll
workers l i ke t yp i s t s , bo i lermake rs or l oco drivers .

Management also uses work study to select the "right work­
er for the right -iob" , The i ob i s divided into its basic
elements . The ski l l needed for each element is worked out .
~anagement gives the more ski l l ed work t o skil led workers.
Lower skilled work is done by less skilled labour at lower
wages. The resul t i s that management can reduce their over­
all labour cos t s .

In many cases work study is ccmbi ned with i ncentive bonus
sche:m=s. Bonus schemes gi ve workers higher wages i f they
prOduce more than the standard . The result is that workers
work harder. Some managanents then change the standard so
that workers have t o work even harder to produce above t he
standard. In this way managerrent gets more work out of the
worker s for the same pay. Bonus schemes also d ivide workers
- each worker has t o produce more than his fellow worker .

~~~Outh ~ fr ica some large companies employ ful l t ime work
hav y erll::ll neers . There are also many cc:mpanies who do not
tilee WOrk s t udy departments . wi th the economic recess ion
ducti~~rted t o think of ways that they coul d increase pro-

1 y. The one th ing they d id was ask the National Pro-
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duc tiv i t y Insti t ute (NP I ) to do work studie s in their work
places. Most of these work studie s l ook at ways to make
people work faster and reduce the workforce. In a recession
it i s not worthwhile for management t o produce more goods
because no-one has money t o buy than. Instead management
needs to spend l ess money t o produce the same goods. So
they retrench sore worke rs and reduce the money paid out
on wages.

It i s this problan that unions in South Af r i ca have to come
with. Work study means that workers have to work harder .
also means that many worker s will be retrenched .

Work study in practice : ~ case study

The management of a food factory in the Transvaal was l cs­
ing prof i ts . Their compet i tor s were doing better than trey
were . They asked the NPI t o do a work study at their place
and reccmnend ways of increasing the productivity of wor k
and reducing the cost s . The NPI went i nto the factory. '!hey
looked at each depar tment . They timed the j obs i n each de­
partment . They l ooked at ways' of reorganis ing the work to
make it quicker . They produced a detailed report f or man­
agement . The r eport made the following suggesti ons:
* 20 out of 200 workers were not needed i n the factory
* some of the remain ing workers shoul d be trained to do

different work
* scxne of the workers wil l have t o work harder
* some machines should be moved and used more effect i ve l y
* a bonus scheme shoul d be introduced t o make workers wolk

harder .

The worker s were conf used by the work s t udy . No-one t old
them what it was about. After the s t udy was ccrpt et ed , the
management presented the NFl report t o the union. The fad­
ory ccmnittee rret and d i scussed the report . They rea lised
two i mpor tant things: the recoomendat i ons rreant that sane
workers would be retrenched and that the other workers
would have t o work much harder . The workers were not satis­
fied with t hese recommendations .

At this s tage the worker s contac t ed the Technical Advice
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(TIIG) to d iscuss the r eport. Together with 'I'oG arrl
c;r~~ union the workers were able to expose several pr ob­
the \IIith the s tudy :
~~ factory was oper a t i ng a t a s l ower speed when the NPI

did their s t udy . So the NPI suggestions of increas ing the
rate of work arrl using less workers was unrealistic

" increasing the r a t e of work wi ll make work roore danger ­
ous. wor ker s will work fas ter and not wor ry about safety .
There \IIi 11 be more accidents

" increasing the workload rreans that workers will ge t tired
aod experience rror e s t r ess . This means that their health
\IIi ll be badly af fected

" the NPI study did not consider absentee ism . I f worker s
a re absent fram work there will not be enough workers t o
do the 'job

#I if the dereod f or the factory 's produces i ncreased , there
wil l not be enough wor kers t o pr oduce mer e goods

* t he eompany has a dut y t o prevent retrenchment of i t s
wor kers . It must l ook for other sol ut ions t o its problems
of high costs like shor t - t ime and no over t ime .

The workers went t o negotiate the NPI r eccmrendations with
manaqecent , They used all these argunents and were able t o
delay the irrplementation of the reconreoda t fcos , But the
managerrent "K>Uld not listen t o the un ion. They d id not
really care what the workers thought . They d id not ask the
union to participate in the s tu:iy unt il a f t er i t was COlYp­

Ieted , The managerrent went ahead and r etrenched 20 workers .
'Ihe rest of the workers are l"IO\II working harder and thei r
wa<]es have not been increased. This is the situation that
many workers are facing and will have to face in the future .
~ ecoocntc situation is not irrprovi ng am sane industr­
~es have been very badly affected . Managements are looking
or ways t o reduce thei r cos ts . 'rfe fi rst thing they do i s

re t rench workers and r eorganise the work pr oces s t o s p eed
up product ion . Wor k s t udy is the powerful t ool t hat srploy­
:~~u~ t o do this. Wor kers should understand what wor k
i o y r s am how it works . Onl y then can workers take act-

won~to s top management us i ng it t o the d i sadvantage of
r ...e rs .

(Tech .
oleal ~dvice Group , Johannesburg , J anuar y 1985)
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New International Labour Studies Confront
Traditional International Unions'

This is a br ief r eport of the conference on "Third WOrld
Trade Unionism : Equi ty aod Democr a t isat ion in the Chang­
i ng International Divis ion of Labour" held by the Insti­
t ut e for Int ernational Development and Cooperat ion,
Ottawa , 25-27 october 1984.

The conference covered a broad r ange of topics t o which
one cannot do j ustice in a br ief r eview. The keynote add­
ress by Char les Levinson (secretar y General Emeritus of
t he International Federation of O1emica l , Energy a nd Gen­
eral Workers Union) shocked many participants present by
i t s evident l ack of preparation and i t s candid admission
tha t t he int ernational trade unions mi r ror t he practices
of the multi-national cor porat ions . The following day,
schola rs f r an Holland, Dem1ar k , I srael a nd the USA offer ­
ed var ious models of "systems of Labour control " , and
"types of accumulat ion" in the so-called Third WOr ld .
However wor thy , t hese const r uct ions were sanewhat t oo
globa l and f ormal to provoke the hoped-f or syn thesis be­
t ween academics and trade unionists.

The next session s t i r red more pass ions a fter a de fence
of nationalism as a trade union perspect ive was followed
by t wo f ront - runners of the "new international labour
s t udies " . Here we were begi nn i ng to cane t o grips wi th
the probl ems r aised by Levins on' s provocative opening
remar ks . Could tmproved communications, especia l l y at a
gr assroots l eve l, over cane these ? At the end of the day
would/should not the trade unions i n a particular nation­
s tate t urn t o national s t r a t eg i es t o defeat the t hreat of
the mult i - nat ional s .

The undoubted highlight of this conference was a set
of interre lated paper s by a gr oup of i ntellectuals /

* Fi rst publ ished in the News l e t t e r of International
Labour Stud ies 24
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ti"ists associated with the South African Labour Bull­
"e ,n t ogether with one by conference organiser Roger
~J.,,11 . we were introduced t o the rise of (X)1itical

iooism in South Africa in the 19SOs , the emergenc:e and
untr~les of Black trade unions i n the 19705 , the role
sf the International Metalworkers' Federation in Sooth
~frica, the ererqent; unions in the lYI,ll t i - nat i ona l -con­
trolled motor iooustry and the s truggles~st migr ant
workers on the East Rand , Thi s provoked the theoretical
discussions inforrood by pol I tical pr act ice which many of
us had cane for.

'M1e papers on Nigeria were , unfortunately, more o f a mix­
ed bag . Papers ranged f ran Althusserian exercises on the
na.ture of the "soci a l f ormation" t o passi onate defences
of the market econany against "greedy am selfish" trade
unions . One speaker accused t he t rade unions of aggravat­
i ng, if not causing , the different ials between urban am
rural i ncomes i n Niger ia . There was however same con­
structive discuss ion of the prospects f or Nigerian labour
in the 19805 under conditions of reces s i on , r e t r end mant
and mil i tary r ul e . There were in other sess i ons ext remel y
useful sur veys of the changi ng role of the trade unions
un:3er "radical-(XlpUlist " Af r i can regiIres and i n French­
speaking Af r i ca , arrl an overdue call f or reassessing the
~ole of wcsren in trade union struggles in Zambia (an
resoe obviousl y of nuch wider irrpor tance) .

Another e xc iting set of papers cent r ed on India and Sr i
Lan~ . The discussion was set i n context by two wide­
r<ln:3 l1'~ surveys of the ~t of the new international
~ivision o f labour on l abour organi sat i ons , and the lim­
l tations of convent iona l trade union strategies . A study
of the union roovernent i n Iooiao t s railways was followed by
~~ account of the 1982 Barbay tex tile s trike. 1>: survey

the un i on movement i n Sr i Lanka concl uded tha.t waren
workers in the rroder n "transnat i ona lised" garrrent i oo­:iry (in Expor t Processing Zones) should be seen not
uo 'y as WOrkers but a lso a s waren if they were to be

l oni sed •

> f '
l nal set of papers tackled t opics so d iverse i t would
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be hard t o ca t egorise them: the role of the International
Labour Organisation regarding trade union rights, the
rol e of the trade unions in pr anot ing hunan rights in
Af r i ca , workers ' par ticipat i on in the Malta Dr~ocks am
Francophone Af r ica , t he worker s councils (shoras) i n Iran
and sur veys of the trade union eoveecne in JI.r gent i na ,
Si ngapor e , Ma laysia , Hong Kong , and Fiii. Never theless ,
many important genera l i s sues were r aised in di scussion .

The round t able which closed the conference once again
pitted the new international labour studie s aga i nst the
est abl i shed bastions of the international trade union
rrovereo t , repre sented this time by Luis Anderson , sec­
re tary genera l o f ORIT (Inter-Arrerican Reg ional Organi sa­
t i on of WOrkers of the Brussels - based ICFTU). He r apidly
brushed as ide c r i t i c i sns r egarding the dubious sources
of financing which have g iven rise t o the accusations of
"trade union irrperia lism" .

I was 1e f t · wondering at the width of the gap between
tradi t ional i nternat ional trade unions and the new CUlm ­

unity o f labour -oriented scholars . A serious dialogue
would have required the pr esence of repre sentatives of
such new "soc i a l -rrovement un ions" as t hose of Brazil ,
Ch i le , South Africa and the Phil i pp i nes .

Fur t her details: Plans exist for a specia l i ss ue of
Labour Capita l and Soc iet y (McG i ll University , Mont r eal)
that should draw on work from confer ence participants ,
as wel l. as an eventua l book. 'I\rIO or three of toe confer ­
ence papers have appear ed (at least i n draft f om ) in
P Waterman , For .!~ labour internationali sm, (NILS 1984

(Rona lda Munck , Sociology Department , Unive rs i t y of
Ulster , Belfast , Nor thern Ire l and ) .
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women Workers Strike Over Job Evaluation

the c los ing months of 1984, 270 women sewing-machinists
I~rue1c a t Ford' 5 main UK plants at Dagenham and Halewood.
~ strike, which lasted for s i x weeks, ended a dispute
with management which had rumbled on f or 16 years. The
struggle for re-grading began as l ong ago as 1966 when t he
machinists were first given unskilled s tat us . The women
have cons i s tent l y demanded that their work be upgraded frem
grade B t o grade C, which woul d increase their basic pay by
Rl3,OO per week aOO g i ve them parity with skilled cecal.
finishers and welders. The women make seat cover s for car s
and their job entails the sewing t ogether of scores of p i e­
ces of material with great precision. The sexual discrimin­
ation which led t o their being refused s ki lled status is
obvious : the male workers who cut the material which the
machinists sew t ogether are on the higher gr ade C.

The women, who picketed the plants t o ensure that scab seat
covers were not brought in fran Europe, rejected a manage­
rrent proposal for a new company-dani nat ed j ob evaluation
ccsmittee on which their union ('l"GlJ) would have onl y obs­
erver s tatus . The strike ended in late-December 1984 when
.managanent conceded the union equal status on an eval uat ion
carmittee under an independent cha i rperson . The irrportance
of this as a s tep towards the right of workers t o evaluate
~.worth of their own j obs may be guaged fran management I s
mereteoca that this mode of j ob eva l uat i on was to be seen
as a one-off case , and not used in other par i ty claims.
~ertheless, the str i ke may yet have important repercuss­
ens at Ford plants in other parts of the world, and in

othe
f

r s t ruggles by women seeki ng r ecognition for the value
o their work.

One ~r of the Ford management distinguished himself by
~rlng the sewing-rnachinists j ob t o "peeling bananas".
i~lS gentleman, however, was t o s l i p rather badl y : the s tr­
al~ proved the cent rali ty of the machinists' j ob by halting
tiv Car product ion at the oagenham and Halewood plants f or

e wee~s, s toppi ng production at Ford 's Southampton plant
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for two weeks, am leading t o the l aying off of IO,OOOman­
ual worker s a t a cost t o the ccepeny of RSOO ,OOO ,OOO.

(J e remy Krikler , Febr uar y 1985)

••••••••••••••••••••••••••••••••••••••••••••••••••••••••
STOP PRESS-
Change in Workmen's Compensation
During the past year , a j o int cer t i fica t ion panel cons ist ..
ing of 8 doctor s f ran both the Medical Bur eau of OCcupa t ­
ional Diseases ~B(X) and the National Cent re for Occupat ..
iona l Health (N':X>H) , has pr ov ided a service to rredical
pr act i tioner s wishing t o sutxni t cases of suspected poeuro­
conios i s t o the Wbrkmens COmpensat ion Commiss i oner (woe) .
Xrays and work histor i es s ubmi t t ed t o this panel received
a proept , collect i ve and obj ect i ve assessment , This assess­
ment was normally accepted by the w:::c as a d iagnos i s , of
occupa t ionally- i nduced d i sease , and canpensated accord i ngly

In January the panel ' s author i t y was r estr i cted , a t the re­
quest of the WOC, t o cer t i fica t ion of worker s seen at the
~B(X) c linic onl y . All other claims have t o be s ubmitted in
full t o the WOC as before . This move i s retrogres s i ve:
a ) the procedure i s once aga i n mor e secretive
b) the bas i s for mak ing medica l deci s ions about occupation­

a l diseases i s cont racted and bureaucrat ised
c) the onl y route of appea l aga i nst future medical decis­

ions i s through the woe cour t , involving l awyers , i ncon­
ven ience and expense

d) bureaucr a t i c delay wi l l again d i sadvantage wor ke rs i n
obta i ni ng thei r rightf ul compensat i on

e) wi t h access t o the panel closed of f , an impor tant means
of sharing knowl edge and l earni ng has been closed for
outs ide medica l practitioner s .

f) The N::X>H - a body specif ically dealing with occupat ional
hea l th i n industry and concent ra t i ng much exper tise and
knowledge i n this f i e ld - i s now e xc luded from d iagnos­
i ng occupat i onal d isease .

A f ull r eport fo l lows in the nex t edition of SALB•
••••••••••••••••••••••••••••••••••••••••••••••*******.*.
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The Struggle for Trade Union Democracy

Dave Gool

The most irrmediate question er rsnrq from the struggle of
Cape garment workers is the question of , and struggle f or
trade union democracy. The ar ticle by Mar t in Nicol in
SA LE 10. 2 on the "Cape Unde r wea r St rike " , fails t o draw
the lessons from the strike and t o link it t o this task.

In initiating the debat e on the struggle for trade union
democracy , this reply will reiect the implicit argument
that garrrent workers are pass ive actors, who "l ac k mili­
tancy" and the will t o struggle. This vi ew i s implicit i n
the argument s of Nicol , Bloch and particularly Shefer . (1)
They all admit t o s i mmer i ng d i scontent in the industry ,
but cannot see how this can crysta l l i se in mi l i tant
worker action.

This reply will focus part icularly on the CLOWU 's strategy
and struggles of garment workers . It is necessary to con­
s ider the nature of the industry and how this engende r s
c lass s t r uggl es within the labour process. The strategic
concept ion of this argument i s situated in the context of
s t r uggl i ng t o democratise the Garment workers union

The natur e of the industry

There are more t han 60 ,000 workers employed in ove r 400
factories . (2) The clot hi ng industry i s still highly c0m­
petitive. The extent of monopolisation is of f set by the
l abour intensive nature of the production process . The
industry is charact erised by a host of srra l I and medium
s i zed est abl ishment s . The fol lowing table will illustrate
the atomised nature of the labour force. The product ion
process , organi sed on the basis of targets and piece rates
varies in all companies and i s s t rewn with conf l ict . This
confl ict i s active bu.t unco-ordinated and atomised like
the labour f orce . The nature of the industry is an import­
ant factor in understanding the s truggle of garment workers.
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Concent ration of Industry

Size of
establi­
shnents
1-99
100-499
500 +

No of establ ishments
(Total 1220)

937
249

34

No of workers
(Total 112,744)

22 ,067
56 ,221
34,456

Per Capi ta capital
(Cape Town)

Investment m selected Industries

Clothing
Text iles
WOod
Total manufacturing

R 436 ,50
R2 ,155 ,00
Rl ,968 ,00
R2 ,385 ,00

Average Wages in Garment Indus try accord ing to s ize of
Establishrrent

1-99
100-499
500+

R33 ,00 per week
R29 ,00 per week
R28 ,00 per week

Source : Statist ical Yearbook 1982, figures based on the
1976 census .

The f ierce canpeti t ion for labour and markets amongst t he
smaller companies has l ead to an i ncr ease in the average
wage of workers employed by smaller companies . Thei r rate
of profitability wil l decline fur t her with the t endency by
med ium and large establ ishments to acqui re new t echnology
thereby i ncr eas ing productivity.

The atomised nat ur e of the labour force , combined with
d i fferent condi tions of work and i nt ensities of exploi t ­
at ion creates a heterogeneous mass of workers referr ed to
generally as the "r ank-and-f ile" of the GWU.

"Lack of mil i tancyll?

Class s t ruggles i n the garment indus t ry generally tend t o
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on the labour proces s . This i s caused by the nature
f~ irrlustry end the absence of a mil i tant pos ition by
of G'AJ . j-ar t i.n Nicol argues : "The Irdustxy has a reputa­
~ fo r i ndust ria l peace second t o 00Ile . " (3) ntis i s a
etcoti tion of J oanne Bl och ' s assert ion that there i s a " • .
r~ worke r s" . (4) Th i s argument i s cont i nued by Shefe r
~ thi s lack of mil i tancy has preva i led up unt i l l ast
~; ! " (wi t h the emergence of CLOWU) . (5)

These argLJn€nts lack the knowledge of material condi t ions
within t he ind~str~ a~ particularly .of i t s l abour process
The relat ionship Within the garment Industry between work '
ers ard union leader ship cannot be expl a i ned by a "lack of
mil i tancy" or cont ro l s i~sed by the "hi e rach ica l" and
"partriarchal" s t r uc t ures of the family reproduced in t he
warkptece, (6)

The ability of the Garment WOrke rs union t o e xe rc ise pol ­
itical cont rol over i ts nellLer ship rests on the nature of
the iooustry , as Joanne BlOCh correct l y as sesses:

'rte fact that most clothing factories a re small and
isolat ed aoo that even in the l arger factorie s the
nature of the l abour process is such that worker s are
split up into aut onomous groups , • • •mi l itates aga i ns t
industry-wide wor ke r contact and sol idar i ty . (7)

The bureaucracy of t he GWU r ests on the division and isol­
ation of garment workers , Ercm each other . The i nability
of garment worke r s t o mount an i ndustry- wide s t rike aga inst
low wages and i ntense expl oitation does not mean that class
confl i c t and class s t rugg le i s absent from this i ndustry
The Object ive weakness of qerrreoe workers i s c lear. •

~ "l ack of mi l i tancy" a rguments lack a c lass analys is
\ the labour pr ocess . }, r cmanticised view would see the:t~U99les of worke rs waged i n the l abour process as ind ie­
s t l Ve of a h igh degree of c l ass consciousness . These
i~~gles are the re s ult of i ntense explo i tat i on and atOn­
of 10n of the l abour for ae _ a response t o the weaknes s

organi s i ng united act ion aga i nst cap i tal .
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Strugg les in the labour process

'rte labour process in the garment factories can be surmar.
ised by the Rad io Good Hope s logan "Push up product ion" .
The i ntensi f ica t ion of exploitation i s a t the hear t of
struggles for control over the labour process . The wor ker
a re d iv ided int o " l i nes" of 30 workers with a supervisor .
In the smal ler factor ies one or t wo lines can compete t o
"put out " and "push-up" targe t s . In the larger establish­
ment this proces s is int ens ified . Supervisors do not per ­
form a pr oducti ve funct ion t hey contr ol and disc ipl ine
wor kers to ensure pr oduction targets are met .

Larger factories employ two supervisors per line a prod­
uction supervisor and a quali t y supervisor . These func­
tions f or obvious reasons cannot be ccrcdred , This s t ruc­
ture of the labour process is engender ed by class s t rugg­
les within it :

This s t ruggle is not primar ily about the dist r ibut ion
of Incore , most furrlarrentally i t is about the cont rol
of the labour process . If wor kers did not resist , if
they were •••happy and obedient , capitalists woul d not
need t he enormous and complex apparatus • • •t o ensure
exploi ta t ion . (8)

'rbe production t argets , coupled with " incent ive bonus
schemes" , i e . piece r at es, are s i tes of intense s t ruggles.
within the factor ies . WOr ker responses and act ion wi thin
the labour process di ffer . Methods of struggle enployed
by wor kers i ncl ude absentee ism, organised go-s lows , go­
slows t o maintain low targets , danonstration str ikes ,
sabotage e tc. It ererqes that the cape Urderwear s t r ike
resulted from managsrent 's constant atteapts to i ncrease
levels of exploitation. A cape Urderwear st riker Mrs
Daniels said in an i nterv iew:

The worst t hing about work ing a t cape i s the high
targets we have t o reach . Just before the s t rike
I was prcducfrq 30 garments an hour . My bonus was
then R7,OO. Targets are increased al l the t ime , I
used t o ge t home feel ing more and mor e t i red ever y
day. But all the t ime ta rgets were increasing bonus­
es were not .
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use wage s were t oo l ow:
BeC~riI i vidual workers did approach managerent about

decreasing bonuses but nothing happened . we then
decided that we had had enough and we got together
aril downed t ools . (9)

Had cLOWU not e xi s t ed i t is doubtful whether this ini t ial
demonstration strike would have ga i ned publicity to be
marked out as the first example of "erer ging mil itancy"
by garment workers or an end to " i ndus t ria l peace" .

At anot her factory i n the cape , a worker i nt erviewed f or
bi ographica l deta ils said about the production process :

In Januar y they t r ied t o l ower the cost of a unit to
five cent s ; we get ten cent s at the moment. They also
tried to increase the target f ram 25 to 30 per hour.
we scxnetimes make R30 bonuses per week . The boss saves
on over t ime pay and t ransport allowances if we work for
bonuses . we had t o do scxnething . l',fter tea-time we all
refused "t o go upstairs . we spoke t o the boss . He said
no t o our demands .

,we dec ided t o work t o target nothing mor e . we made
less than the t a rget. we weren 't s tr iking , we were
working , but holding up production. He coul dn ' t fire
us . ~fter two days he t hr eat ened to cal l the union .

"we wouldn 't budge . The next day he gave i n. (10)

~truggles wi t h i n the l abour process cannot be r ig idl y div­
1~ into those ove r wages , or t o ga i n control over prod­
uctlon . Later i n t he same year the same workers had anoth­
er stoppage because of the manager 's "f il thy language" . The
garment workers participating i n the "go-s l ows" i llus t r a t es
~ extent t o which they are relied on t o produce. The fun­
c laos of the super visor are extraneous to production but
necessary t o pol ice workers and intensify exploita ton .

It i s nee .an . essary to deve lop these shop-floor struggles mto
bur~ndustry-wide of fens i ve against capital and the uni on
work:cracy: The necessity for democratising the garment
ers i rs unl0n remains the most import ant task facing wark-

n the Western Cape .
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The f ight -back : i t s importance

In themselves struggles wit hin t he labour process a re
limi t ed, t heir r ea l s ignif icance i s the fact that t he
wor kers are prepared to strugg le , but lack co-ord i nat ion
and industry-wide organisat ion. To show the l imitations
and importance of fac tory floor st rugg les we wil l quote
f ran an article "The piece rate: class s t ruggle on the
shop floor " , where Nina Shapiro-Perl argues :

The greatest importance of the f ightback over piece
r a t es probably lies i n t he summing up of the str uggle
i tself , that has yet to be done . The f ightback tha t
workers wage daily over piece wor k is not recognised
as the s t ruggle aga inst management that i t i s . wit h
the vi rtual absence • • •of union dr ives i n the••• shops ,
management preroga t ives go l argely unchal lenged . The
fightback appears as an individual war to earn a fa i r
wage or as an unsystemat ic group strategy• • •Summing up
the s t r uggle can educate t he less conscious part ic i ­
pant s t o t heir ex isting power as workers , not t o
mention t hei r potential power . (11)

The struggle on t he shopf loor explodes t he myth t hat the
garment wor kers "l ack mil i tancy" . The "summing-up" of
class struggles on the factory f loor to challenge capital
and to democrat ise t he Garment WOrkers Un ion br ings the
strategy of CLOWU t o the fore . The s t r ike by cape Under ­
wear workers backed by CLCWl contains a mmber of lessons
for this task . Except fo r Joanne Bloch 's analysis of the
Action Ccxrmi t tee , stra tegies to br ing garment workers into
the independent union movement as an organised class force
have not been debated or explored .

The GWU , CLCMU and the s t ruggle fo r democracy

Wi th in a decade we have witnessed two attempts to organi sa­
garment workers into a democratic force , the f i rst was the
attempt by the Act ion corrmi t t ee t o democrat ise the exist ­
ing Garment WOr kers Union. Bloch 's study is commendable
for its analysis . The second attempt is the "CLOWU • • •a
brand new umon for clothing workers in cape Town" . (12)
These attempts provide us with the parameters for analys~
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" the GWU . This union is near ly s i xty years old . I t has
l~rshiP of 60,000 wor kers cont r ibut i ng a member ship
a of 65 cents per weeki giving i t a monthly inccxne of
fe€60 ,OOO. The accumulated funds ~f th7 union allows ~ t to
R1 organisers ext ravagant salar les , lt owns Indust r la
paYse (union offices) valued at R3 mi l l ion, while deta i ls
~Uother inv~stments are unknown . I t pr ints a week~y news­
let ter dist ributed free amongst 60,0Cl0 workers , print ed on
its awn press . (13)

At an 1-0", attended by t he author i n 1981 about 200 workers
were present . Clearly there is litt l e ac t ive enthusiasm
amongst workers for the t rade union. The union and Ind­
ustrial Council provides workers with a set of "benefi t s " .
As a resul t most workers are not prepar ed to lose these
"t:enefi t s" by forming another trade union . These benefits
incl ude s ick benefits , housing l oans, s ick pay , bursary
"funds , distress funds etc . The s ick benefit fund for i n­
stance allows a garment worker t o see any doctor on i t s
panel f ree of charge . This a lso includes the cos t of med­
ic ines . Workers pay for this benefit but clear l y this is
sc::rrething no worker would want t o l ose cons ider ing t he
costs of heal th car e . Sick pay now equals about 65% of a
workers wages. (14) Clearly these benefits (funera l , r e­
t i rement funds , socia l and lega l a id) are exploi ted for
cont rol by the bureaucracy.

The corporatist nature of the Garment WOrkers union has
all~ i t to permeate the i ndustry wi th an ideology of
benef l ts and economism. Yet despite direct opposit ion of
the union and the bosses to stay-aways , the rank and f ile
~arrnent wor kers prov ided t he backbone for t hese str uggles
~~ 1976 and 1980. Dur i ng per iods of heightened political
i ruggle the garment workers have also struck for wage
f~reases . In 1980, di rectly l ink ing i ncreases i n bus

r; s to wages , stoppages occurred :
s~eral f i rms i n the garment industry have experienced

f I t WOr k stoppages s ince the recent increase in bus
ares.

A 10% "
Pa lncrease in wages was negot iated after a s top-
~~at Rex Trueform l as t week , but dissatisfaction

garment workers s till appears t o be widespread .

57



- debate -

About 200 workers at the Tej Kni twear factory •••
s topped work•••demanding an increase. (15)

The stay-away from work on 16 and 17 .rune was supper-ted
almost unanimously by garrrent workers: "Employers said
absent eeism was worse among wanen who make up a large
propor t i on of the labour force." (16) The Cape Tirres re­
ported: "ProCluction came t o a standstill in the 56,000
worker clothing industry." (17)

Arocmgst garment workers there exi.sts virtually no tradi­
tion of democratic or gani sat ion. Democratic processes are
absent from their trade unions, communities , cent r a l gov­
er rment and even the fami 1y serves as an i nstrunent of con­
trol and domination. In the workplace , c l ass struggles tend
to be directed at the labour process, and the high rate of
labour turnover and absenteeism also sugges t s subjective aoc
indi vidual responses to exploitation.

In 1981 the Argus reported about the garment industry:
"Recrui tment i s barely keeping ahead of labour turnover
which runs at 50 % a year •• • !" (18) The Di r ector of
Kangasling a factory employing 49 workers said:

I spent about R400 advertising for machinists. In an
ef for t t o a t t ract and keep s t a f f we i ntroCluced a RIO
at t endance bonus • ••

She canplains:
I always try t o pay above average wages, and I allow my
workers t o be• •• 15 minutes late each week . But absentee­
i sm i s high (this i s a cammon problem) • •• (19)

The struggle by capi t a l against labour turnover commi t t ed
the corporat ist GWU t o police what they call "desertion".
GWU warns workers:

As from 13th December a worker who intends t o leave
her job MUST give notice on the prescribed form.

Desertion causes the factory problems. And it causes
problems f or you ! At the worst you will be at risk of
prosecution. (20)

The di s j unct ur e between s hop-f loor militancy, participa-
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. in polit ical str ikes , and the apparent inability to
t lO~lenge the un ion bureaucracy must be placed i n the con­
chat of the atomise? nature of ~ l aJ;>our fo rce militat i ng
~exainst industr y- wlde wor ker sol1dan ty" , and the absence
~ga danocrat ic tradition i n the western cape amongst the

o 'ori t y of unionised workers , coupled with the ideol ogical
ma~trol mechan ism of "benef its". This allows effect ive div­
~ion and pol ic ing of the l abour force by union bureaucrats .

~: 2. brand ~ union" and the~ Underwear
strike .

Mart in Nichol has wr itten elsewhere:
cLOWU has t r ied t o take the Garment WOrkers Union by
storm. In its br ief nine mont hs existence , i t has i s s­
ued over 125 ,000 pamphlets and newslet ters at tacki ng
the G'U-WP and ag i ta ting on wage, price , housing and
t ransport issues . (21)

:::rmJ 's strategy i s surrmed up by Vi rg inia Engel i n SAL8 :
CLOWU went on a much broader campaign t rying t o con­
scient ise workers more genera lly• •• r ather than concen­
t rating on the problems of workers in a par ticular
factory , slowly mak i ng smal l victor ies in order t o
build up confidence of people in thense.lves t o be to­
gether in a democrat ic union. we have not used much
outside support (NUTW) • • • we th ink that i t i s impor t­
ant to build up t he worker leadership••• The wor kers
~elves must have t he confidence and feel i ng t hat
1t 1S t heir organisat ion and that they are in control
of it. (22 )

~'s lack of gr assroots organisat ion , discipl i ned and
a ~rete work on day-to-day i ssues and the building up of
CaPerong membersh ip amongst wor kers was evident in the
the ~nderwear str ike and the Rex Trueform stoppage . In
WOrk Pe Underwear str ike only 157 out of more t han 600
the ers .struck "and became members of CiD'JI.J on ioin ing
st rastr1ke" . (23) 1>. t Rex 'prueform the same high-profile
3Cti~Y . Of hand ing out pamphlets and encourag ing s trike
teparts~1 thout organisat ion i s apparent . Grassroots

•
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On Tuesday , Apr il 24, t he workers of the four th and
sixt h floor went on s t r ike. In the afternoon they went
to CLCMU for help. CLOWU distributed a parrphl et inform­
i ng ot her Rex Trueform wor ker s of the demand .

On wednesday morning all the workers came out on s tr i ke
• • •Floor managers t old us di f ferent s tor ies • ••we d idn ' t
know what was going on in t he other sect ions so sane of
us went back t o work . (24)

'Ihe tactic of CLCMU re lies on worker discontent and t he
absence of organisat ion illustrates i t s youth as a "br eed
new union" . There is a clear-cut case for oppos ing t his
as a s t rategy to organise garment workers.

The effects of CLOWU ' s stormy approach has a llowed t he GWU
t o consol idate and activate its bureaucrat ic apparatus . {251
The f l aw in CUOWU 's s t rategy is c l ear . I t reduces the prob­
lems of ideological influence, divi s ion of workers , poli t ­
ical control to an organisat ional exper iment . Generally
what has emerged i s t hat "brand new" unionism will not a tt­
ract the major ity of workers .

Lessons of the~ Underwear workers str ike

Nicol argues : "t he strikers never had to confront di rect ly
the S!£ject i ve weakness of thei r s ituation. " Yet he fails
to ana lyse the weakness and lessons of this str i ke . CLOWU
he says : " • •• hoped the demand [RIO increase] would ignite
the Iodus t.ry;" CLOWI.J 's wish for an i rrlustry-wide conflag­
ration is not doubted - but represents a clear l ack of
understand ing of the i ndustry and wor ker organisa t ion .

The cape Underwear s t rikers were not suppor ted by other
workers in joint act ion aga i nst the bosses . The workers
real ised the i r object ive weakness . Wi th no organisation
thei r resistance wou ld crumble. CLOWU had not s unk organ­
i sati onal roots amongst garment wor kers and therefore the
demand in itself coul d not cause an i ndus t ry- wide s tr i ke.

The Ul'lE'!fPl oyment l evels in cape Town are i ncreasing and
many wor kers realised that the clothing industry f aces
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off canpet i t ion from impor ted products , The readiness
S~1 the s t a t e t o side with the employers and the union
o eaucracy c l ea rly remained at the back of workers minds
bU' t iCOlar l y with the absence of organisat i on amongst wark­
pa~ ~ c l early relied on publicity and "promi nent fig­
ere;" like "Dr Boesak , Rev Luckett , Professor wilson , Dr
~oniS, She i kh Na'[aar" t o demand a "speedy solution" t o the
~tdk.e f,cxn the Cape Underwear managanent . They a l so press­
ed the "liberal" Woolwarths managanent : "Dr Allan Boesak ,
patron of the UDF, telephoned the managarent and made • ••
clear t o them• •• if the employers still refused t o sign ,
C[..(l'U would ca ll for boycott action aga inst them". (26)

unlike the s t ri kes by Nr.AWU in the motor iooustry , t he
pentop strike and the half-hour work s toppage f or Neil
~ggett which showed the penetration of organi sat ion among­
st corkers on the shop-floor, CLCW.J remains isolated from
the majority of garment workers. The task t o democratise
the Garment Workers Union remains a prerequisite f or uni t ­
ed industry-wide worker action.

The l essons l earnt from the cape Underwear strike show the
need for pat i ent car e fu l organi sat ion , spanning years of
s t ruggle t o unite garment workers t o democratise their
union. The Cape Underwear workers were isolated , the re­
liance on "outs iders" t o assist the workers emphasises the
obiective weakness of the strike and CLOWU . The diversity
o~ the industry i solates and div ides workers , the s truggle
dl~ected at the l abour process needs to be co-ordinated .
rtue can onl y be done through mass worker i nt ervention.
The democratisation of the Garment WOrkers Union demands
~n a~rec i ation of every aspect of their e xploi tat ion by
eadlng workers i n the garment industry.

~is CO~tr ibut ion hopes to start a fruitful debate about
cotategles t o adopt vis-a-vis reformist t rade unions who
st~ttol ill~ workers i n a particular industry . The
itaa~¥ of "br and new unionism" isolates the leading mil­
COU~ds 1n the industry from the majority of workers, this
Clea 1 have the effect of strengthening the bureaucracy .
s i~ Y we ,are ent e ring a per iod of heightened social t en-

and Increasing c l ass s t r uggl es . CLCW..J must abandon
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i t s i solationism a nd its leadi ng wor kers must wor k t o
democrat ise the GWU .
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Cyril Ramaphosa

INTERVIEW:

SA.LB: How did you ge t involved
in trade unions?

In December 1984 the South
African Labour Bulletin i nter­
v i ewed Cyril Ramaphosa , ge ner a l
secretary of the Na tional Union
o f Mineworker s.

..

Cyril Ramaphosa: I was working
for a firm of at torneys , serv­
ing my articles . But I became
disillus ioned with law because
it seemed t o be a mercenary
type of career , which I did not
want t o pursue. I always want ­
ed t o be Inverved in a car eer

\\here I could help people . Law, initially see:ned the per­
fect choice , but as soon as I got involved in it, I real ­
ised apar t from promoting capitalistic ideas for the indi­
vidual, it did not serve to br i ng about a new or der . well ,
that ' s when I decided t o get involved i n t rade unions .

SM LB : Can you give a br ief history of NUM ?

Cyril Ramaphosa: we s tar t ed i n 1982 , after CUSA passed a
resolution t o establ ish a uni on for mi newor ker s . we s tar t ­
ed organi s i ng on the gold mines , then went t o the collier ­
ies and l ater t o diamonds and copper mines. we a re looking
to 1985 as a year where asbestos mines and other base min­
erals will be tackled . OUr membership is 90 ,000 [110 ,000
s igned up by Jan 1985 - ed.l OUr strongholds are in the
Orange Free Stat e , wester n Transvaal , carltonvi l1e area
and Witbank , with Namaqua1and growing rapidly.

§A LB: How do you expla in NUM 's rapid gr owth?
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CYri l Rcmaphosa : I t has a l ot t o do with our recr uiting
s t r ategies. Workers saw us as a uni on that fights for them .
One o f our s tronges t tac tics i s that we do not irrpose the
un ion on workers . we do not l ook a t a mine and say we must
go and organi se that mine . we wait for worker s t o approach
us , then we get them t o f orm thanselve s i nto an organisin;l
culllLittee , so that , i f they want the union they will have
t o work and or gani se tbensetves , 1.00 the union organisers
will iust be there as fac i l ita tors . Other unions l ook at
plants and mines and iust pick them up and organise, which
rreans that uni ons are sanet i rres tecosec on wor ke rs , who are
not really unionised . we believe that wor kers should not
only be organ i sed but un ionised as well. There i s a b ig
difference .

Organi s i ng worker s means s igni ng up workers t o joi n the
union . But they never really became unionised i n t erms
of understand ing what a uni on i s a l l about , and what a
un i on can ach ieve i n t he workplace, as well as in the im­
rrediate envi rorrnent they live i n . Am , ultimately, the
broader envi roment . So if wor kers have been uni onisa:l ,
you will see an Unpact not onl y i n work re l a ted mat ters
but; also in the envirorrnent in which they live . (Hence
~ rnE!TtJers have organised boycott s of concess ion s t ores
2100 taxis i norder to secure fa ir prices - Ed. ]

s,&,[B : hhen organis ing do you concentra t e on speci fic
ca tegor ies of workers?

Cyri l Rarnaphosa : No , ini t ially we tried to do that and
we r ealised that it was a mi s take . There are , obviously ,
particularly i n the mine s i tuat ion , worker s who ar e strat­
eg i c , Who are able t o influence other workers . Initia l ly
we went for certain categor ies of workers (higher categor ­
ie s such as supervisors , team leaders) . But now we a re
tending more and more t o g ive mor e attention t o the peopl e
right at the bottcm because they don ' t have much t o l ose.

~[B: What is your re l at i onshi p wi th other mine unions
like BNMCWU? Is ther e any rivalry?

Cyr il Ramaphosa: We are not hostile t o them. we can onl y
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be host ile if they try t o get into mines where we have
al ready organised . Thei r presence t o us i s not a threat
receuse we know we are bigger , more e f fec t ive and so we
do not really r egard them as ccepet i t ors , At the manent
we are dani nant in mining . we have not cane across any
area where there i s any f orm of rivalry. That may happen
maybe i n Natal where workers have asked us t o care and
wher e other unions have already s tar t ed oper at i ng and
where workers ar e not particularly pleased with what they
have been do i ng.

SA LB: Do you have any formal relations with other mi ne
unions?

cyd l Ramaphosa: we have no formal relationship with the
smaller unions. At our Congress we passed a resolution
that there should be one union in one i ndus try. So that' s
the goal we still want t o pursue. we are open t o unity
ta lks with other mine workers.

S1>. L8: Could you expla i n how NlM. i s s t r uct ured?

Cyri l Ramaphosa: we have shaft-coomittees cceposed of
shaf t -st ewards , at shaf t level. And then you get the branch
which cons i s ts of all sha f t s teward committees on the mine.
~ branch is an individual mi ne . sever al branches form a
region . At pr esent we have e ight r egions across the coun­
try. Then we have the Nationa l Congress which has 50 del e­
gates fran every region .

10MB : There have been runours that NtM is not satisfied
wit h practices in aJSA and walked out of the annual con­
ference . Could you e xpl a i n what the i ssues are?

£yril Ramaphosa: It i s ver y diffi cult t o say right now
beCause the problems have not yet been resolved . There a re
probl ems , serre of the ones which carre out in the newspaper
were bas ically true and one can just go a long these lines
(these reports spoke of differences over the unity talks
and on questions of worker control and organisation - ed . l
We want t o leave it there and see how the problems are re­
SOl Ved i nt er na l l y first. If it i sn ' t resolved internally ,
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obvious l y we will have to go more publ ic .

~,LB : Wha t has been NUM 's role i n uniting Southern
s.fr Ican mineworkers?

Cyr i l Ramaphosa : It started about a year ayo when we got
to meet the Zambian , Zimbabwean miners and the whol e idea
was brought up by ourselves - that we need t o have some
form of unity among Southern ~ f r ican miners ' unions . Every.
body took i t up very seriously and was very exci t ed about
it . Then we had a further meet i ng where it wa s discussed
and t here i s now another meet i ng i n January t o discuss cer.
tain principles fu r ther . The fina l idea might be to set up
an off ice in Southern Africa - or as some unity or co­
ord ina ting committee that wi l l be formed to co-ord inate
act ivi t ies between unions in the Southern African count r ­
ies and we might even look a t countr ies l i ke ~ngola whe re
there are miners , as well as Mozambique . We initiat ed t he
idea and would like to believe that we are t he leading
fo rce behind t he concept .

~_LB : wer e any of t he other mIne unIons involved In
the discuss ions?

Cyr i l Ramaphosa : ~MCWU , t he Tunnel workers Union and
other loca l union were not Invi t ed . Maybe t hey wi l l be In­
cluded later on because at t ha t s tage we did not even have
a working r e l a tionship wi t h them. I t was a th ing tha t we
went OJt to do on our own . There might even be probl ems i n
t hat t he outside unions would prefer to r ecognise one uni on
i n one country as they only have one union i n t heir indust~

r ies . Zambia has only one , Limbabwe nas one , Botswana has
one and so fo rth . So , if we a re going t o deal with a num­
ber of unions there i s going to be a problem .

Now t he other impor t ant thing is in all this - the most i m­
portant t h ing will be exchanging of i nformat ion and ideas
wi th r egard t o multinational corporations . None of the
other unions have yet won a r ecogni tion ag reement . One
would ask oneself , do they have a legitimate status at di s­
cussions such as these because t hey don 't negot iate with
the bosses . Some of them have been a round for three yea r s
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and there i s no eqreerent that they can shcyw. One of the
problans we have wi th them i s that they claim to be fight­
ing for workers ' rights bu t how do you fight for workers ·
r ights When you don 't negot iate for t hose workers you
represent. we would have been a lot happier if scrne of
than had eqreererrts and we were i oi ntl y able t o put the
chamber under pressure .

~LB : Is it t r ue that Ntl1 was i nitia lly favoured by the
Chamber of Mines? Could you expla i n the history of this?

9'ril Ramaphosa : Ini tially when we started. recrui ting we
thought we would not go and ask for access . we had not yet
realised the problems inherent i n organising miners . You
do not i ust go out and r ecrui t without access. I t i s iust
vi r tual ly. impossible. So we had t o go to the Chamber , the
bosses . They gave us offices , recr ui t ing facili ties - the
works. we t ook them. The re was no other way we could have
got s tar ted . That to many people was a new deve lop:nent i n
the count ry - where a union got access and such good t reat­
ment. It -i ust; doesn ' t sound right. we agree . But being the
mining industry there was nothing e lse we could have done .
The res t i s an open r ecord. Everyone has been able to see
how the honeymoon came t o an end and how the Chamber t ried
tirre and time again t o put barr iers in our way and was more
and more resis tant. They are clamping down on us . Access i s
being restricted. There i s no longer a very easy r elation­
ship and it had to care to that.

The other un ions thought they would do exactly what we d id
at t he beg i nning . They thought we would not get access and
they started poi nt ing fingers at us which was good enough
for them t o do but later t hey r ealised t hey a lso needed
access . So they a lso went for access , and the Chamber want­
ed to see their constitutions , and many unions were forced
to amend the i r const i tut ions , to suit the Chamber .

~LB: Could you expla i n management 's at t itude at t he
ear l y s tages of NUM ·s organis ing?

SYril Ramaphosa : I t i s trrcoreenc t o note that while manage­
ment gave of f ices there was alot of r es i stance - they d i s-
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suaded workers from ;oi ning our un lon . One of the reasons
why workers started ioining our union i n large number s is
the res i s t ance they saw f rom maneqererrt , nenaqerent helped
us a hell of a lot , unconsciously , because as soon as they
gave us facilities and so forth , they hoped we would not
succeed in organis ing these workers and they started do ing
a number of things to d issuade workers from ioining the
union. Now mine workers are not fools because - if manage­
ment had not r esist ed the union , if they made everything
easy ~~rkers would have been suspicious . But management
then res isted the union which was a very stupid th ing on
their part . Only when they did this the workers saw this
was a union that they should belong to . In one particular
mine they had a number of doubts about our union but as
soon as I was ar rested they said this i s the un ion we want
to ioin . I t s leader has been arrested . If the union was a
management creation why would he have been ar rested?

SALB: Could you talk briefly about the recent str i ke?

Cyril Ramaphosa : In events that led up t o the strike
management played a similar part. Management was resist­
ant . They were trying to stop workers f ran go ing on s t rike.
They went out of their way to say workers who went on
strike at t he call of the union would face dismissal and
so on - which was a bloody stupid th ing to do . Because all
they did was to publ icise to everybody that on the 17t h
there would be a strike . Everybody immed ia t e l y real i sed
that this was a union we should really belong to and mem­
bership dur ing and i us t before the strike real l y zoomed .
WOrkers saw that management was against it and everyth ing
t hat management i s aga inst , to workers , is something that
they feel would be of benefi t to them.

SALB: According to reports many workers who were not org­
anised by NUM also supported the str ike. How do you view
this and how do you assess the effects of the strike?

Cyril Ramaphosa: I t was significant , very much so . It has
affected indus tria l r e l a tions on the mines . Before the
strike management still had great doubts about a number of
things like our membership strength , the level of support
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that the Nrn had amongst t hose workers who had not -iotned
the union . Management s t i ll bel ieved that we were l ust a
pushove r t ype of union. But after the s t rike a balance of
p:>Wer had been introduced. But it i s not a t equt H brnm
s t age yet .

SALB: were there any d ivisions among the employers in the
way they handled the str ike?

9'ril Ramaphosa : There were d ivisions . Ccrnpanies like
Goldf i e l ds were prepared to fire workers i mmediate l y t hey
went on s t r i ke and Anglo 1'.rnerican and Rand Mines were pre­
pared t o s it the strike out and see how far it would go .
some companies were more prepared to set t le than others .
we can exploi t these d i visions - and d id do so success ful­
ly and wi l l do so i n the future.

~LB: What i s ~IS pos i t ion on t he British mi ners '
str iKe?

Cyr il Ramaphosa : we suppor t t he Bri tish miners i n thei r
strugg le and this has been d iscussed in our regional con­
ferences . we have had a Br i t i sh minewor ker visi t ing us . He
went around meeting workers , address i ng our regional con­
ferences and so forth. We are squar e l y behi nd t he British
miners .

~LB : can we turn t o the recent s tay-away wnere the mine­
workers were visibly absent. Could you t ell us why?

£ir il Ramaphosa: The s tay-away was d i acusaed extensively.
But we had a number of problems. Firstly, we had lust came
out of a maior s t r i ke , and we thought i t would be too tax­
ing t o pull out our members aga i n . Secondly, we believe
fo r an event such as that t o be e ffect i ve , in the mining
i ndustry, a l l the mi nes must be brought to a standst ill .
Same of the mi nes are newly organi sed and t hey are in the
process of being untomsed , It was therefore premat ure for
us t o get involved i n the s tay-away . Aoo , thirdly, it takes
us 3 - 4 weeks t o mobi l ise . Mi newor kers are aware and some
of them act ua l l y wanted t o go out. But union l eadership a t
branch and r egional level thought that it was premature .
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But generally t her e was support for what took place.

~.LB : What i s your r e l a tions hip with white mine unions?

Cyri l Ramaehosa : we have contacts wi th the Federated
Mining Union which i s the Boilermakers Soclety 's sister
union. But otherwise we have no r e l a t i on t o t he other
white mi ne unions .

SALB : Wha t i s NU1 's position on the nationa l poli tical
struggle?

CyH il Ramaphosa : w= have chosen not to be closely al lied
to any organisat ion wit h poli tical objectives . But do sup­
port any act ions we feel warrants suppor t f rom our member ­
ship. But we want t o do i t as an independent agent , i f we
have to support any organisation, but not as par t of t hem.
Our prior i ty i s to e xtend our organisat ion and build trade
union unity , and t ake up i ssues t hat affect us as mi newor k­
ers , as wel l as other pol it ica l issues .

SALB : What are NI1": IS views on worker uni ty?

Cyri l Ramaphosa : we support wor ker uni ty and at our
Special Congress , we passed a r esol ution t hat the roves
for worker unity should be hastened . we believe that when
workers are un i ted they can achieve more t han When they
ar e not united. Tha t i s why we support the new federat ion .

SALB : What are your pr ior i ties for 1985?

Cyri l Ramaphosa : On an organisational l evel, we want to
consolidate our pos i tion and organ ise more workers . By
next year 's negotiations we wil l have 200,000 members .

****************

POSTSCRIPT

The Thi rd Na t ional Congress of the NUM was he ld on 19 Jan
at Thabong , welkan . Despi t e severe c r i t icism of OJS,ll, over
ICFTU l inks , worker control , and di fferences over t he uni t

70



- interv i ew -

talks - no deci s ion was taken t o leave the Council .

'Ihe Ccoqress was at t ended by 350 del egates and 300) mem­
ber s . Signi f i cant was the high propor t ion of young wor kers
present end the l arge cont i ngent of "coloured" workers who
had travelled up f ran Namaqualand• .a.nother i nteresting
fea ture of the Congress was the Gradua t ion Cer emony for
shop s tewards who had culpleted NOM ' s educati on cour se.

The NtY. declared war on -i ob re servation in the mining
i ndustry - the first bastion of white working c lass
racism - g i ving notice that mi ning apar theid would be
placed fi~y on the barga in i ng table alongside wages .

The Congress resol ved t o reg i s ter the union i n terms of
the Labour Relations Act i n order to ga i n autanatic stop­
order facili t ies and t o maximi se the growth of Nt.l'1 ' s paid­
up 1l811be r shi p . Registration a lso makes i t poss ible for t-.U1
to part icipate in any future industria l council which
might be established for the i ndust ry .

The NUM a l so r esolved t o orga nise mineworker s i n Nami b i a
and t o appl y for r egis tration there if necessary . In can­
mon with all 24 unions involved in the uni ty ta l ks , NUM
resolved t o take industrial act ion if Sasol failed t o re­
i nstate all workers who were fired after l ast year 's stay­
away. The Congress noted with "d i sgus t " Sasol 's "cruel arrl
coward l y harassnent" of the 6 , ()(X) d ismi ssed workers .

Cyr il Ramaphosa wa rned that the union would be taldl'l:) a
tough s tance in negotiat ons with the Cl'anber of Mines this
year . He warned that if the Charrber d id not negot i a te in
good fa ith as fran the fi r st meet i ng i n 1985 , wor kers woul d
take act ion 00 J ul y 1. Ramaphosa added that a l ot of work- ·
ers were aski ng themselves if i t was worth while go i ng on
a l ega l s t rike , as they d id i n sept ember l ast year , i f
sor ker a were "still go i ng t o be shot down" .

(SH .8 Cor r espondent January 1985)
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The Historical and Contemporary Use of
Job Evaluation in South Africa

Jacques Perold

Historical developments

The use of -[ob evaluation systems i n South 1>. Er i ca can be
seen t o have developed in two separate "stages", the fir st
occurr ing in the mi n ing sector and the second i n t he man­
ufacturing sector .

The largest ccnpeny in t he mi n ing sector , t he Anglo Amer ­
ican Corporation (A}C) was t he f i r st to introduce job eval­
ua t ion . Although personnel systems of one form or another
had been i n use s ince 1946, iob evaluation as a formal
systan was fi rst used in Ji.!-.C i n 1961. Minimum wages r ecog­
n ised by the Chamber of Mines had not changed since 1955 ,
and. t he purpose behi nd t he introduc tion of '[ob evaluat ion
i n 1961 " •••was to prepare the basis for a new wage scale
des igned to meet the requirements of the time. " (1) A re­
qu irement of the new wage scale was that it should a llow
for greater different iat ion of those i obs car r ied out by
Black underground wor kers than the previ ous wage structure
allowed. The job evaluation system t hat was developed con­
sisted of three separate 16-fac t or plans , one each for (i)
non-super visory iobs , (i i) superv isory i obs, and (ii i)
clerical iobs. This "triple" wage' system which a llowed for
racial discr iminat ion remained in use unti l 1971.

Dur ing the ten years i n wh ich t his system operated , MC ex­
per fnented with other systems in other areas . The most im­
portant of these was a iob evaluat i on system in an iron-ore
mine in Swaziland that requ i red a s ingle 'job structure wi th
a single wage system. The '[ob evaluation system that was
developed (by WHudson of MC) was a 26-fact or system which,
despi te i t being a s ingle system, provided for greater i ob
and wage di f ferentiat ion . The 26-factor system was imple­
mented i n all of AAC ·s gold mines between 1971 am 1973. The
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reasons Why this syst em was favoured ove r the old sys tem var
from the need to dea l with upward pre ssure on wage scal es
(due t o an iocrease i n inflation, arrl growin;) ccocern about
the ve ry low level s of Black wages} (2) t o corpora te policy
with regard t o hierarch ical organ i sat ion wi thout discrimin­
at ion and the need for a "pr ogress i ve wage system" .

The implerrentation of this single "unif ied" wage system
was not without i ts problems , for as it began t o t ake r ea l
e f fect , res i s tance t o i t became evident . This came largely
from the mi ne manager s who felt that the syst em t errled to
discriminate aga i ns t White c ler i ca l workers. (3) That this
feeling errerged was mor e than likely due t o the fact that
bet ween 1970 arrl 1973 , the increase in White wages was sig­
nificantly Iocer than the increase in bl ack wages - the
l atter risi n;) l:1t 60% during this per iod .

n,e resis tance of the mine managers was 01102 reason wtly 1>~C

dec ided t o l ook for a new j ob evalua t ion system. There were
bccever other i rrportant reasons which shoul d be rrentiooed :
f i rst l y , there had been s t rong r esistance f rom the white
Mine Wor ke r s Union ~htI) t o the installation of a 'job eval­
uation system which provided for a "unif i ed" wage s t r uct ure
which c hallenged traditional wage barga i n i ng on the basis
o f j ob reservation and classification by r ace . There was
thus the need for a system which was acceptable to the MWU .

Secondl y , there had always been a d isput e i n the Chamber of
Mi nes ove r JI..}C's bl ack pay s t ruct ure , with the other mem­
bers of the Chamter arguin;) that 1-J:.C tended t o cor ner their
~ supply of l abour by paying awroximatel y 10% above the
market rate. In order t o resol ve this dispute , it was sug­
gested that a starxlard i sed system be used throughout the
mi n ing industry . Although the 26-factor plan was suqqeated
by nc, other rreroers of the Clamber argued against this
system by pointing out sore ananalies in that system wnen
canpar ed with thei r own wage struct ures . Thus there was
als o a need for a sys t em which was acceptable t o all memb­
ers of the Chamber .

Lastly, Jl.1> C had by 1973 diversified its oper ations t o the
e xtent that its investments (in t erms of its control over
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subsidiar ies) covered a number of sectors in the econany
besides mining . A standardised job evaluation systan which
could be used throughout the corporation would facilitate
planning i n terms of a standardised wage structure as wel l
as allow for personnel to be transfer red from one company
to another within the corporation. In t hi s the 26- factor
plan was unsuitable since its factors were chosen specifi ­
cally for the type of jobs found in the mines .

A number of systems were looked i nto i n order to satisfy
the above criteria . Amongst than were the more generalis­
ed point systems (wh ich were felt t o be t oo arbitrary in
their ranking), and the J-il.,'i Guide Chart system (wh ich was
rejected because it required too much modification) (4) .
The system that was finally chosen was the Paterson sys­
tem . It was felt that besides being able t o satisfy roost
of the corporation 's requ irements , this system was also an
i nternat ional system; and secondly , it had a high correla­
tion with the 26-factor system which meant that few changes
would have to be made i n implerrentation . Furthermore , a
pilot study which tested the differences between the Pater ­
son system and both the NIPR Q-rrethod and the Peromnes sys­
tems also showed high correlations between them . (5)

Since 1975 , the Paterson systero has been installed through­
out the corporation. It achieved two of P-.AC 's a ims i n that
firstly although it had taken same years , t he whole of the
mining i ndustry was using the Paterson system by 1982; erd
secondly, seeing that most of the companies wi thin the cor­
porat ion used the Paterson system, inter-company transfers
were faci l itated .

One aim that was not achieved was that of j ustifying the
system to the MWU . As wi th the 26-factor system , the Pater­
son systero provided for a "unified" wage structure which
was unacceptable t o the union. Accord ing to the personnel
manager of the Gold Division of MC, the MWU "hates Pat er ­
son 's guts" because black jobs were sometimes graded higher
than whi t e jobs , and also because the MWU often d id not ag­
ree with the wages that were generated by the Paterson sys­
tem (6) . This occurred because t he union did not interrl los­
ing the higher wage rates they had fought for in the past.
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The second "stage" in the use of i ob evaluation in South
Af r ica began with the development of a i ob eva l uat ion sys­
tan l ocally in the mid- 1960' s - the cast ell ion system in­
i t ial l y researched by Prof S Biesheuvel of the NI PR. To­
gether wi th Dr L Cor t is , Biesheuve l developed and tested
the sys t em for the South African Breweries Group . In a
joint venture with the Sanl am Group, the Cas tel l ion l ob
eval uation system was implemented in var ious canpanies
within and out side these gr oups . The mmcer of systans
implemented grew to the extent that a salary survey (the
Cast e l l ion survey) was developed t o complement the job
evaluation system. Thi s early survey made use of a model
company in which cer tai n "key" l obs were defined. by means
of l ob evaluation. For the survey, participating firms
were required t o submit information concer ning their own
pay l eve ls for each of the key l obs . Once a l l this inform­
ation was 'pr ocessed, the wage and salary ranges for each
job , together with ot her information such as condi t ions
of service, fringe benefits , et c . were made available t o
the par t ici pat i ng companies.

In the early 1970 'S , the Cas t ellion job evaluation system
and salary sur vey was taken over by the Perannes canpany.
In a sl ightly modified f orm, bot h the l ob evaluation sys­
t em and the salary survey have s ince been marketed under
that name. Perannes was marketed in 1982 by a group of man­
agement consul tants - Fi ne , spamer and Associates (FoS'. ) .

In parallel with the development of Cas t e l l ion and Perom­
nes was the development of two other salary surveys - the
HA Y survey (which is linked t o the HAY job evaluation sys­
tem) , and the P-E survey. The P-E survey grew out of the
survey unit of Urwick International (a gr oup of i nt ernat­
ional management consul tant s ) , which itself merged with
@, L Managenent Services in 1973. The P-E survey has since
1979 been based on the Paterson l ob evaluation system.

Job Eval uat ion in South Afr ica in t he 19805- - -
In order to determine the extent t o which i ob evaluation
is being used in South Africa today , a postal s urvey (here­
after referred. t o as the "Canpany Survey") of all canpanies
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listed on the .robannesburq Stock Exchange was undertaken
between June am Sept ember 1982.

In addi t ion to this , a further 20 questionnai res were ma i l ­
ed to local Cape Town offices of mult inational corporat ions
(MOC 's) oper at i ng i n South Afr ica . The ccropani es chosen
were the f i rst 20 MOC's operat ing in South Africa that were
ra t ed i n the Financial Mail's 1982 "100 Top c cmperues ­
Global Giants" survey. The a im of this small survey was
merely t o expl ore the kinds of job evaluation systems that
MOC's were us ing . Of the 20 questionnai res that were sent ,
10 replies were received . Of the 10 responses, 2 used the
Perc:xnnes system; 3 used the H1'.Y system; 4 used thei r own
company 's (head of f ice ) systan, while one ccmpany was sti ll
consider ing the implementat ion of a job evaluation system.

The r esults of the company survey were as f ol lows :
Of the 152 responses ,

- 78 were us ing (or in the process of implementing) a
formal job evaluat ion system.

- 50 were not us ing a formal j ob eval uat ion system, and
- 17 were considering impl ementing a job evaluation

system, and
- 7 did not (or would not) give the r equired information.

Table 1 : Di s t r ibut i on of Companies ' use of Job Evalua­
t ion by Standard Industrial Classif ica t ion
(SIC) Economic Sector s :

S I C
Economic
Sect or

Africu1t ure ,
Fishing &
related
activ i ties

M. ining &
Quar rying

76

Use Not
JE Us­

i ng
JE

2 2

21 3

Consider ­
ing JE

o

o

Info.
not
glven

o

1

Sector
Tota l

4

25

Sect or
as %
of
Total

2 .6

16.4
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Manufact-
ur i ng 33 14 8 3 58 38 .2

Elect r ic-
ity , Water
& Gas 1 0 0 0 1 0 .7

Const ruct -
ion 3 1 1 0 5 3.3

~olesale

t rade 1 2 3 0 6 3.9

Reta il Trade ,
Catering &
f>.cccmooda-
t ion 9 6 2 0 17 11. 2

t 'ranspor t ,
Storage &
Acccmoda-
tion 1 2 0 0 3 2.0

Fi nance , In-
surance &

Bus . serv-
lees 6 16 2 2 26 17 .1

Coomuni t y ,
Soci al &

Persona l
Services 0 0 0 0 0 0 .0

Other sec-
tors not
spec i fied
aoove 1 4 1 1 7 4 . 6

TO'I>LS 78 50 17 7 152 100 . 0
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One of t he a ims of the company survey was to determine the
patter n of implementation of i ob evaluation systems over
the l ast 10 years . Coolpanies were asked to give the month
and the year i n which the impl ement at i on of t heir system
was complete , or i ndicate whet her the i rrplement ation of
the i r system was not yet complete. Table 2 shows h0W there
had been an upsurge in t he implement ation of i ob evaluat ion
systems in the 3 years leading up to 1982 .

Table 2: Number of Job Evalua t ion systems ins t alled
each year from 1972 to 1982 .

Year 72 73 74 75 76 77 78 79 80 81 82 Not Complete

Systems 1 2 1 4 4 3 1 3 7 9 12 25

51 of t he 78 companies with a formal i ob evalua t ion syst em
had completed t he bnplementation of t hei r systems . The av­
erage t ime taken to i nstall these systems r anged from 3 to
12 months .

Of the 78 companies that used (or were i n the process of
impl ementing) a forma l iob evaluat ion system, the break­
down of the different systems were as f ol l ows :

Paterson - 44
Perannes - 21
f-lr; Y!Y.SL - 6
castellion - 2
OWn "in-house" system - 16

Nine companies used a combination of 3 of the above sys­
tems. Most of the canpanies that are us ing a combi nat ion
of systems used thei r own "in- house" systems as par t of the
combinat ion . Combinations of systems are often HA Y for sen­
ior and top management , and Perannes , Paterson or cast ell­
i on for middle management downwards . (eg o ~EX:I , 81-8 , Argus)

I t can be seen f rom table 3 that the majori ty of -i ob eval ­
uat ion users were the l arge employers . An analysis of the
78 respondent s using -ioc evaluation showed t hat, i f the 10
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responses which d id not disclose thei r workforce s i ze are
oni tted , 55 out of the remaini ng 68 respondents, i e , 81% ,
were canpa.nies wi th roor e than l QCX) employees . Thi s suggests
tha t at a cer ta i n poi nt (in t erms of workforce size ) , the
use of a formal j ob eva l uat i on syat en beccees attractive to
(.."(tllpan ies. This was borne out t o sore extent by the s urvey
to determine how 1300 why j ob evalua t i on was be ing used.

!i£:! 1300 why j ob eva l uat i on~ being used

Responde nt s t o the Company Sur vey were asked t o g i ve the
three ma in reasons why they were using (or not using) iob
eva l ua t i on . The five reasons with the h ighest frequency
(in desceodi nq order ) in each case were as f ollows :

(a) Reasons for usi ng Job Evaluation
1 . It provided the bas is for determi ning the

carpany t s wage s t ructure .
2 . I t provided the means by which j obs could be

ranked in an "equi tabl e " manner so that the

Table 3: Distribution of use o f Job Evaluation syst em by
company wor kforce size

Company
Si ze

Paterson Permones ~y Castel - In-house Totals
lion

13

<500 2

SOl - lOOO 5

l OOl -5QCX) 10

OOסס5001-1 4

ioooo +

2

1

5

9

4

1 0

o 0

2 0

o 1

3 1

1

2

5

5

3

6

8

22

19

24

Si ze not
s tat ed

-

10

44

o

21

o 0

6 2

o

16

10

89
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"re l at i ve eortn" of the ;ob could be determined
Lie, t o determine "fa ir pay") .

3 . It enabled the ccrpeny t o par ticipate in salary
surveys and relate thei r pay scales t o market
norms.

4 . It provided a means by which "career paths" could
be defined .

5 . It enabled resporoents to identify the "wage gap"
and enabled them t o c reat e a "uni f i ed" wage curve.

(b) Reasons for not usi"9 ;ob evaluati on
1. The ccopeny did not feel that i t was necessary.
2. Iooustrial OOunc i l agreements provided for ;ob

grad i ng and pay scale s .
3. ReS~stance was experienced f ran management t o

havlng a ; ob evaluat ion sys t em ins tal l ed .
4 . There was not a personnel depar tment in the

ccmpany _ more t han likely indicating tha t the
company was too small ( i n terms of workforce s ize) .

5 . The cos t i nvol ved in implementing a ; ob evaluat ion
syst€!f1 ....as too h igh .

,lob eva luat ion~ salary sur veys

The sala ry survey mos t widely used i n South Af r ica in 1982
was FSl" s Top Executive survey wnich has the gr eatest I'llJtl­

ber of par t icipat i ng organisa t ions , followed by the P-E
Top Executive survey , wi th Hay trailing below. The P-E's
Gener a l Staf f survey i s far bigge r than the reeceoes or
Fs.t c;;eneral Staff survey . These surveys were one of many
services of fered by managanent consul tants s uch a s F~

(who market seroross j , P-E Consul tant s and the W.Y group.
FS1\ produce t\o,lQ General Staff sur veys _ the peroroes s urvey
(solely for Use by those using the Perannes ;ob eva l uat i on
system) erd thei r General Staff s urvey which i s based on
FS,n. "s new 'J'1lSK system of ; ob eva l ua t i on . (Thi s system is
aLmos t identical t o the Paterson sys t em and has a di rect
corre lat ion .)

~ sur veys Cons isted of a l arge number of companies (s~
ti~s well OVer 1,000) cont r i but i ng info~tion conce~nl ng
the i r own pay scales for each ;ob in t heir company. Si nce
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iob evaluation provided the means by which i obs were analy­
sed , de scr i bed , gr aded and assigned pay sca l e s , coopanies
that participated in these s ur veys were encouraged to im­
pl ement a i ob eval uat i on system, although it was not essen­
t ial for canpanies t o have a i ob evaluation system t o part­
icipate in a sa l a r y survey. By linking 'job evaluation t o
sa l a r y s urveys , standardisation was fac il itated in that
when a ccepeny sul:::mitted informat i on concerning a particu­
lar -iob , and it was corrpared with informat i on concer ni ng
~ same iob for other companies , i ob evaluat ion 's grad ing
proces s could ens ur e that the -iobs being compared were the
same . In other words , I::es ides allowi ng for t he canparison
of i obs within a cunpany (fe , in determi ning the canpany
hierarchy) , the i ob eva l uat ion sys t ans I::eing used a lso al­
Ioced for external ccrcer t sons to be made (de , outside the
company) •

The collected information was processed and analysed by
the rranagerrent consultants coodoct i ng the s urvey, \Jo'ho~
lish the results e i ther annually or b i - annually . These re­
s ults were made available onl y t o the carpanies that parti­
cipa t ed i n the sur vey . For each j ob , the following inform­
ation was given: median pay; minimun and rraximum pay; aver ­
age pay ; the upper and lower quart iles and in sane cases
the 90th percentile of the pay range ; information concer n­
i ng benef its and i ncenti ves; as well as canpar isons between
d i f f e r ent geographical reg i ons, economic sect ors , and c0m­

parisons over t ime periods .

The information for a ll i obs was then pooled so that more
genera l conclus ions could be made . 'Illese i nclude statist­
ics on pay differentials by sex , race , l ocation and "emp­
loyee f unction" , eq , c ler ica l , financia l , data processing ,
etc ; s ta f f t urnover; difference between industries aod ear
nomic sect or s , as well as genera l notes on benefits that
ccnpenfes provided , thei r pay policies , and thei r ccodfc­
i ons of employment. I t is clear that companies armed with
Such i nf orma t i on were i n a powerful posit ion in that the
informat ion provides them wit h a c l ear picture of what the
l abour market l ooked like (ie in terms of t he price of l ab­
Our ) . I t meant t hat rather than compet ing with each other
on an unknown labour market, canpanies coul d price them-
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selves i nt o a particular section of the market - in essence
it enabled them t o see what they could get away wi tho This
has been clea rly s tat ed by Prof Biesheuvel of the wits Bus­
iness School who argued against the idea that salary levels
could by used by carpanies t o ccepete with each o ther . If
canpanies used salary surveys , he maintained ... . . they would
be acting on va lid i nformation , whereas wi thout it they are
more likely t o be guided by guess wor k , by the start ing sal­
ar ies demanded by those re sponding t o adver t i serrents , who
frequently overstate their current earnings , and by a des­
i r e t o pl ay safe and not l ose out in competition for scarce
resources . No one wants t o pay more than he needs to , and
the survey i nd i cates how much t hat should be . " (7)

The fact that only carpanies who participated in the salary
surveys had aooess to this information is s igni f icant in
that i t i s indicative of the phase of monopoly capi tal in
the South African eeonany: the use of salary surveys was a
very real e xample of how capital s combi ned (thei r informat­
i on in this case) to maintain thei r power over Labour in
general .

Furthermore , the linked salary surveys and iob e va l uat i on
sys tems rivaled the i ndus t ria l council system a s a method
of wage determinati on in the count r y . In fac t they probab­
ly sur passed the i ndustrial counc i l s s ince the i ob evalua­
tion systems set t he actual wage r a t es within fa i rly narr­
ow limi t s whereas i ndustrial counci l agreements onl y lay
down the mi n imum wage leve l s for t he various gr ades .

Footnotes :

1 wHudson, 1973
2 S Van Coller , 1974 , pI
3 Int ervi ew with Bill Roodnick , Div i s i ona l Personnel

~anager, ~~C Gold Division , 22. 4.82
4 Intervi ew with Bob Goodbrand , Personnel Manager , M C

Head Of f ice , 19. 4 .82
5 Int erview with Bi ll Roodn ick
6 Ibid
7 Prof S Biesheuvel , unpublished MBA l ecture notes , 1976

82



- top managanent
- senior managanent
- middle managanent
- skil led workers
- semi-skilled workers
- unsk i lled workers

A Guide to Job Evaluation Systems Used in
South Africa

Len Ie Raux

This article provides a description of three of the most
ccmnonl y used job evaluation systems in South Africa , name­
ly the Paterson system, the percenes system, and the Cast ­
e l l ion system, and mentions two other systems also in use .

But firstly , what i s Job Evaluation? It is primar ily con­
cerned wi t h the description of '[cbs and their subsequent
gr adi ng in order to determine thei r wage l evels . "Job Ev­
aluation is a method to describe , analyse , compare and ev­
aluate j obs within a unit , a branch , or an industry on the
basis of the work cont ent and the l ob requirements i n ord­
er to place them under particular wage or salary grades. " *

The Paterson system

The Paterson system bases the grading of jobs purely on
the l eve l of decfston-rrektnq which a job entails . To fac­
il itate the grading Paterson has identified s ix levels
of decis ion-rnaking , which he has called Bands, and these
Bands he correlat~ wi th s ix leve l s of organisation .
These levels are:
Band F - policy making decisions
Band E - programning decis ions
Band D - interpretative dec isions
Band C - routine decisions
Band B - automatic decisions
Band P - def ined dec isions

The bulk of workers in South ~ frica are restricted to
the Bands A and B, the l owes t levels of decision-rnak ing,
which l imi t and restrict the cont rol they have over the
operation of their work . P. worker in Band A (def ined dec-

~ H PornscnregeI , Job Evaluat ion ana-the role of trade
unions, l LO Geneva , pl2 - - -
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i sion) has little choice; t he wor ker i s told exactly and
precisely , how and when to per form a certa in operation.
However , t here is a further sub-divis ion within these
Bands . Each Band is divided into t wo grades , (except for
Band A) to give eleven grades . The upper grade i s a sup­
erv isory grade and co-ord ina tes t he work of the people in
the lower grade of t he Band , e xcept for Band t, whose sup­
erv isors are i n Band B. Then t here are also a number of
sUb-grades i n the lower grade , to give a t ot al of fi ve
sub-qredes in each Band , except for the lowest Band P.
wh ich only has one grade , d ivided into t hree sub-grades .
This then gives a grand total of 28 grades . Table 1 i ll­
ustra t es what t he Paterson job hiera rchy looks l ike.

Table 1: Paterson .rob Hierarchy

Band Decision Title Gr ade Kind of
level grade

F Policy Top 5 Co-ord ina t ing
Mak ing Management 4 or supervlsory

- -------------------
3
2 Pol icy
1

E Prograrrming Senior 5 Co-ord i nat ing
Management 4 or superv isory

---------------
3
2 Prog r arrming
1

D Interpr et ative ~ iddle 5 Super visory
r<:anagement 4

--------------- --
3
2 Interpret ative
1

c
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-----------------
3
2 Routine
1

B Aut anatic sent -,
s ki lled

5
4

Superv i sory

-------------------
3
2 Aut oret Ic
1

r. Def i ned Unski lled 3
2
1

Def i ned

Pa t er son has suggested some technique for subgrading.
These are not highly s at isfactory , so many South African
organi sat ions using the Paterson syst em make use of four
major cr i teria :
(a) variety of tasks. The mor e tas ks , or the higher can­
pl exi t y of tasks within a j ob will require a higher sub­
gradi ng than less complicated tasks .
(b) Length of cycle. If the cycle of a task i s longer,
and involves additional activities, then it requires a
higher s ubgr ade than a task that i s shor t er .
(cl Pres sure of work. This is usua l l y related t o stress
- mental or physical, and where the s t res s related t o a
job is j ooged t o be higher than a less demanding "job , a
higher sub-grade is required.
(d) Tolerance or precision. Jobs that require a high lev­
e l of precision, and where the consequences of error are
higher, demand a higher sub-grade within a Band.

1' ny one , or a canbination of these criteria can decide
the level at which a "job will be sub-gr aded . However , if
one scr ut ini ses these four cr i t e r i a carefully it becomes
appar ent that what i s being employed here i s a mere l ob
ranking technique. Having established what Band a l ob
falls into, (its relative level of decision-making) and
then what gr ade , lower or higher depend i ng on whether it

85



- eva luation -

i s supervisory or not , the f i nal stage of sub-grad ing
s impl y decides whether job X i s more or less impor tant
than -job Y, and t hese four c r i teria merely serve as a
guidel ine to establ ish the r el ative impor t ance of a job.
Ver y often canpany par t icipants i n the Paterson system
defend the obvious shor tcanings of a s i ng le fac tor system
(decision-making) by quoting these cr i ter ia as additional
factors that legitimat e the Paterson system. Howeve r , as
mentioned above , these criteria as add itional factors are
misleading because the way in wh ich t hey are used s imply
hides the rea l technique , tha t of j ob r anki ng, and al l
the problems of subjecti vi ty and lack of substantiation
that e xists in t hat par t icular method are encountered .

How Paterson i s ir!Flemented

Companies i n South Africa have implemented t he Paterson
system i n a very r andom faShion so it i s difficul t t o
establ ish any r egul ar pat ter n for i nstall ing this system.
Evenso i t i s possible to outl ine some of the general pro­
cedures that occur here i n South Afr ica .

•
Usually the motivation for i ob evaluat ion orig inates f r am
management , and the wor kers and the i r unions have little,
if any , say in which system is t o be used , and how i t i s
to be impl emented . The result of this i s t hat a job eval ­
uation system i s usually i nst alled by the personnel de­
paronent of an organ isat ion . The procedure i s relatively
s imple . The personnel department identi fy the different
-iobs and decide on the mmcer of '[ob writer s who have t o
be trained to wr i t e up the iob descr ipt ions . The Paterson
system requi res written iob descr iptions that should be
read and signed by job-hol ders. The number of job writers
can vary , from a s ingle wri t er t o a wr iter f or each j ob.
These wr i t ers can also be employees of the organisation,
or a l ternat ively they can be outs iders , although i t i s
more common for them to be employees . Job descr ipt ions
get written up, ident ifying the tasks , condi t ions and re­
sponsibi l i t ies of a i ob, including t he sk i l ls and qual i ­
fica t ions necessary fo r the job. Standard procedure i s
for the worker to describe the -i ob , and then the wor kers '
bnmediate supervisor i s asked to verify the descr ipt ion.
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Having written up descr iptions for all the iobs , these
iob descript ions then go t o an evaluation (grading) c0mm­
ittee which proceeds t o grade the i obs . Firstly a iob is
located in a Band , depend ing on wh ich l evel of decis ion­
making i t falls int o. It is then graded , high or l ow de­
pending on whether it i s superv isory or not , and finally
sub-gr aded as described above. A i ob then has i t s f i nal
gr ade , e i ther Al or 83 , 85 , e tc .

Alt hough the Paterson system s t resses that evalua t ion and
gr ading assess t he i ob content and not t he wage assigned
t o each i ob, any i ob evaluat ion structure determines t he
bas i s of a wage structure .

The Paterson sys tem i s seen as a s imple and inexpensive
syst em t o install . For management 's purposes it formalises
wage s t r uct ur es and "pos itions" each iob in t he pay st ruc­
ture , using one fact or (decision-mak ing) to cr ea t e a i ob
hierarchy. The implication here is t hat each i ob i s "fai r­
ly" gr aded accord ing to the l evel of dec ision-making ,
thus i usti fying the val id i t y of the iOb hierarchy.

However , f rom the worker 's viewpoint , and especial l y
those conf i ned t o Band A, a number of problems arise.
Fi r s t l y , the l arge number of grades (28 i n total) atom­
i ses i obs t o a large degree , and yet i n Band A there i s
l i t t l e d ifferentiat ion , f i xing a l ot of i obs into this
Band wi thout any chance of moving up the scale . secondly ,
t he s ingle factor , decis ion-making , s uppor t s the exist ing
hierar ch ies , i n that i t assumes higher decisions being
made by members of the upper Bands. Ef fect ively t hi s ex­
cl udes member s s ituated in t he lower Bands fran decis ions
that concer n t heir work and work ing condit i ons , and sup­
por ts the pat ter n of decisions be ing made f r an the t op
downwards . The re i s no exchange of ideas, a l l the system
al l ows for i s a more eff icient way of e xecut i ng orders
f rom the top, and it formalises channe l s of ccemm tcat fon,

~ Perunnes System

The Percxnnes system has been applied i n Sout h Africa for
at least f ifteen years, and can best be descr ibed as a
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roodified point - rat i ng nethcd , based on eight factors .
These eight factors are :
(a) Problem solving . Th i s factor exami nes the complexi ty
of problems encountered i n a job, and t he level of dec i ­
s ion-roaking necessary to solve these problems , taking into
account the i nformation ava ilable and the accessibili ty of
that i nformat ion.
(b) Consequences of error judgement . This measures t he
consequences of wrong decis ions and t heir effect on the
organ isat ion . The checks and cont rols that exist to pre­
vent an er ror must also be taken into account .
(c) Press ure of work . This factor assesses the amount of
"stress" inherent in a job, eg o deadlines t o be met , vol ­
une of work and regular i ty of decisions to be made.
(d ) Knowledge . This i s the knowledge necessary t o perform
a job completely.
(e ) Job impact. This assesses the extent t o Wh ich a j ob
has influence on other act iv i t ies both wi thin and outs ide
the organisat ion .
(f ) Comprehens ion. This assesses the genera l level of
understand ing , written and spoken , that i s expected i n
the job.
(g) Educat ional qual if icat ions or inte l ligence l eve l re­
quired of a person for a jab . Tnis i s the mi nimum essen­
tia l requi rement necessary for the job, and NOT a measure
of the j ob-halder' s qualifications.
(h) Subsequent t ra ining and exper ience . The t ime needed
to achieve a level of canpetence in the job.

Each fac t or i s divided i nt o nine progressive def i nitions ,
which are out lined i n a "Perannes job rat ing scale" char t .
These nine stages are also assigned a numerica l scale
r angi ng f rom 0 - 36 , so that when a job i s evaluated a­
ga i nst each of these eight factors a poi nts value can be
given to the descr ipt ion which most satisfactori ly des­
cribes t he nature of the job on that par t icular factor.
The point s scored on each factor are total led t o give the
rnmcer of "rated points" , and the j ob can now be graded
accord ing t o a convers ion scale.

'It1e Peraunes system i s a canparat ively carplex system,
and i t necessi tates a high level of s ki ll and. understand-
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i ng of the system t o implement i t. Although the multiple
factors give a wider r ange of f lexibi l i ty than the Pater ­
son system for i nstance, and possibly a more accurat e
mans of grad ing a '[ob am individual , the l ar ge number
of factors can also be very confus ing , especially When
one has t o i nt erpret the degree which sat isfactor ily de­
scr ibes the i ob on any part icular factor. This generally
makes t he system inaccess i ble to workers , and the funct­
ioning of t he peroroes system i s left t o a select f ew
(usually in personnel management) or t o an out s ide con­
sultancy gr oup.

'Ihe perceoes system does not r equire a written 'job des­
cr i ption when a i ob is t o be evaluated . This verbal i ob
descr ipt ion could possibly resul t i n an i naccura te acc­
ount of the -iob content , and then r esult i n an i naccur at e
gr adi ng. The c r iteria determi ning a i ob' s gr ade i s hidden
from the i ob-holder making i t ext remely diff icul t f or him
or her t o pr ovide a i ob descr i pt ion that r eflects the re­
qu i red information f or those part icular c r iter ia .

'Ibe Perames system now has 19 (or perhaps more accurate­
ly 21) grades (1982 r evis i on of system)

Table 2: The Perames Grading System

Related Grade Example l evels
points

271 - 288 1++ Most seni or execut ives
259 - 270 1+ am special ists ,
249 - 258 1 nat i onally

231 - 248 2 Other top management and
216 - 230 3 very senior special ists

201 - 215
187 - 200
173 - 186

4
5
6

Senior management,
high-level
special ists
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158 - 172 7 MidcHe managaoont ,
143 - 157 8 super intendants and low-
128 - 142 9 level spec ial ists

113 127 10 Superv isors , high-l eve l
99 - 112 11 s ": i l l ed and
85 - 98 12 clerica l

73 - 84 13 Lower l evel
61 - 72 14 ski lled
49 - 60 15 and
37 - 48 16 clerica l

27 - 36 17 Low-skilled
17 - 26 18 and
o - 16 19 unski lled

1he castell ion System

This system was developed and used for the South Af rican
Brewerie s , by ~essrs Cortis and Bi esheuvel . The cas tel l _
ion system is based on three d imens ions , each of whi ch
has two e l ements (fac tors) .

'Illis system is a point s- rat ing system , based On these s ix
. fact ors . A numer ica l va lue i s al locat ed to each factor

and the potnta scored are totalled to g ive a POints val ue
to each job. "By add ing the s ub- fac tor scores and prod­
ucts , the tota l points value f or the job i s Obta ined.
Grades are empirically establ ished by the appl ication of
the system. 1he range runs fran 4 to 1248 points , arrl i t
is divided into 15 grades , f rom the l abourer to the top
e xecut i ve , •• •"· How these point s are al located , and the
procedure for i rt'q) lementing the caste ll ion system wi ll be
discus sed below, i n broad outl ine .

* S Biesheuvel , "Job Eval uat ion: an out l i ne of the Cast­
e ll i on rrethod", Bus i ness Managarent , 8 . 4 , 1977 , p22
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The f i rst dimens i on, e f fort , has as its two components
the complexi ty of decis ion-making , and t he pressure of
work . Pressure of wor k i s seen as the time stress under
which decisions have t o be made , and decis ion-roaking i s
seen as the choi ce of i udgement s wh ich a person in a iob
is expect ed t o make . The points scale i s based on the ex­
tent of the ccrnpl exi t y invol ved in these iudgements .

A maior underlying aspect to the Castel l i on system i s that
of t ime ,peri od discret ion wh ich is defined as the longest
per iod required f or a manager t Q assess Whether his sub­
ordi nat e has been wor king at a substaooard level . This is
used , for example, in t he decision-roak ing scor i ng where
the following per iods of discretion are used: 2 months ,
6 months , up to 15 months , up to 3 years , up t o 10 years.

The secooo, dimension, that of ~ponsibility is broken
down i nt o two canponent s ; consequence of error wh ich ass­
esses the poss ibi l ity of l osses and thei r extent , and con­
t r ol s and checks which measures the degree of cont rol ex­
ercised over the 'job , The consequence of error fac t or mea­
sures the extent of l osses as 'a result -of wrong decisions
or lack of concent r at ion, and i ncludes material as well as
human l osses. This factor effectively measures the extent
of the potential damage t hat can be incurred by a person
in a - [ob , The second factor , that of controls and checks
looks at di rect and i ndi rect controls exercised over a -jco­
holder .

The th i rd and f inal dirnension i s that of~tence ,

dealing with the fac t ors of quali f i cation and exper ience.
Both these f act ors i nvolve the essent ial education and
experience necessary for the performance of a i ob, and do
not measure the leve l s of education or experience held by
the worker . For example, i f a 'job can be done wi th no
tcrrral education or minimun per i od of experience , then
the score a l located for that iob must reflect these facts ,
even if the iob-holder has sane educat ional qualificat­
ions above t he r equir ed minimum.

The usual procedure for i ob evaluati on, us ing the Cast ­
ell ion system, goes as follows . Once a i ob has been iden-
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tified a i ob description get s written up. Usually the
person do i ng the 'job is consul t ed , and the details are
genera lly checked by his iucuediate super visor . oece aga i n
it i s usua l procedure for t he wri tten description t o be
s igned by the wor ker and super visor .

The next s t ep i s the grading of tne '[ ob , Ideally the mos t
effective resul ts a re obta i ned thr ough a grad in;:J ccemf­
ttee who can d i scuss the i ob wi th each other . The i ob i s
syst ema t ica lly checked aga i ns t each of the six factors so
that a poi nts score can be allocat ed for each fac t or . The
t ota l poi nts scored will g i ve a val ue t o the -icb , Thi s
poi nt score will g ive an Iodfcet ion of the appr oximat e
gr ade that a i ob wil l fall int o , and not necessar i l y the
final gr ad i ng . Like mos t i ob eva l ua t ion sys tems a i ob­
ranking exerc i se i s car r ied out t o compare the i ob with
other r elated ; obs , higher and lower , t o see whether
there i s a cons ist ency withi n the ;ob hierarchy. Onl y
then can a f inal grade be as signed t o the ; ob.

The ot her j ob evaluation systems

It is necessary t o make a brief mention of two f ur ther
i ob eva l ua t ion systems used in SOuth Af r ica . The NIPR~

sys tem was devel oped in the early 1960 ' s i n a study of
the CSIR' s aaninis t r ative posts . It i s a very curtlersooe
system and does not seem t o have gone beyond the civil
ser vice .

The Hays,h1SL rrethcd i s another cceplex system wh ich en­
j oys a cons ideraol e aroount of international s uccess . This
sys t em i s par t i cular ly successful when eva lua t in;:J manag­
e r i a l pos i t ions and more recently it has been successf ul l y
used for white-collar -iobe ,
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Is Job Evaluation Scientific?

Bill Cowan

There a re a number of reasons why job evaluation is not
sc ient i f ic , despite the appearance - the measurements ,
gr aphs , calculations . The simplest reason is that the aim
of i ob evaluation systans is t o say what rewards people
should receive . In fact , job eva l uat i on sytems do not spec­
ify the actua l emourrts which people should be paid , but in­
s t ead specify the order of value in which -i obs should be
pl aced , and how much s houl d be paid for each '[ob relative
to the ot hers . But this doesn 't make any difference. The
issue which i ob evaluation i s addressing is still one of
"di s t r i but ive j us tice" - of who should get what , how the
cake s houl d be divided. And science does not provide answ­
er s t o such questions. sc i ence depends on arpirical pr oof
to test i t s theories. What enpirical proof coul d be found
for a theory which states that one person should be paid
twice as much as another?

To gi ve a concrete example: the Paterson system of job eva­
l uat i on says tha t people should be paid more when their job
entails a higher level of decisi on-making . This is a non­
sc ient i f i c proposition. How coul d you prove i t or disprove
it? If one person drives a t ruck , delivering heavy goods ,
and another person sits in an office deciding where the
goods should be delivered , perhaps the of f i ce worker should
be paid more because that person i s mak ing the decis ions.
Or perhaps the t ruck driver should be paid more, since the
work is more s t r enuous? SCience cannot provide the answer .
These are matters of opini on , mat ters of negotiation , whose
final out cane depends upon the relat i ve power of the part­
ies i nvol ved .

PSYChol ogica l r esea r ch

People who develop job evaluation systems sanet i mes claim
their ideas are based on psychological resear ch. The ma in
argument der ived f rom such research is that people are
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primarily interes t ed i n how well they do rela t i ve .!£ other s .
The c laim is that people wil l be satisfied if they get lOOr e
rrcoey than saneone else who does less valuable work , or
also satisfied if they get less rroney than saneone who,
they feel , is do ing rrore valuable work . But these ideas
doo ' t take you very fa r .

For a start , how will people decide what is mor e va l uabl e
and less val uabl e work? It may be pcssfbte to do this in a
laboratory experirrent with siq:llified and standardised
t as ks, but not i n the cccciex real world - we can expect
people t o d isagree (and i f they·disagree , they can ' t all
be satisfied) . secondly, even if peopte are interes ted i n
how well they are doing r e l at i ve t o others , this dcesn' E
mean this i s a l l they are interested i n . They might be in­
tere s t ed in having enough rrcney to surv ive, to buy t he bare
requirements of l i fe - in ot her words , in t he absolute am­
ount t hey ear n , not i ust the relative amount. It is qu i t e
poss ible for iob evaluat ion systems t o indica t e wages bel ow
the poverty line. If people were pa id at this level , woul d
t hey be satisf i ed iust because they were ea rn ing more than
even lower-pa id wor kers? Thi rdly , you can ' t i n any case
take resul ts fran a few laboratory e xperiments (ma i nly
American) and expect them to describe other people in very
different si tuations , with diffe rent values and needs .
'Ibese problems urrlermine any claim that -jcb evaluation
theory has a fourxlat i on in psychological resear ch . In fact ,
one could regard such claims as an attarpt t o disguise the
fact that -iob evaluat ion systems tecose their own value
iudgE!!'ents , with 00 scientific backing .

The rrethods of j ob evaluation systems

When negotiat ing about a i ob eva luat ion system, i t i s imp­
ortant to kOCYW' a t wha t phases in the iob evaluation proce­
du re s these va lue iudgerrents cane i n - for t hese a re the
"weak PJints" in the sys t ems, the areas where (as fa r as a
scientist i s concerned) negotiating parti e s are qui te en­
titled t o d isagree .

Unfor tunatel y , though , while t hese are weak points fran the
poi nt of vi ew of scient i f ic va l id i t y , t hey are not necess-
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ar ily the easiest t o negotiat e. The non-scientific assump­
tions may be buried so deeply in any given system that to
reject the assumpt ions may mean rejecting t he system as a
whole . This mayor may not be a union' s intention. It i s
safe t o say that job evaluat ion systems present af fected
employees with bot h benef its and disadvant ages - and work­
er s and t hei r r epresent a tives wi l l want t o weigh up t he
balance in t heir particul ar c i rcumstances . Nevertheless ,
even if a union dec ides that it does not want t o wor k wi th­
in a job evaluation system, it i s useful t o identify where
the system is scientif ically faulty, so that des i red mod i­
f ications can be argued for, without be ing stopped by the
mistaken r eply: "You can ' t t ouch it - it ' s scient ific !" we
can s t ar t by looki ng at three phases in j ob evaluat ion :
1. The first phase i s select ing the cr iter ia f or j ob

analysis and decid ing how t hese will be applied . (For
instance, i n the Paterson system, the "leve l of decis­
i on-making" i s chosen as the cr i ter ion for di st inguish­
ing betWeen jobs .)

2. The second phase i s the actual measurement process ,
where different jobs are assessed in t erms of the cr i t ­
er i a selected in phase 1.

3. the thi rd phase i s the grad ing of jobs on the basis of
the measurements taken i n phase 2.

We wi ll stop there . There i s , of course , a fi nal phase
which i s most vital both to employers and employees , and
that i s making the link bet ween the grading of jobs and
the grades of wages . This last stage raises problems of
a different kind. Having dec ided (by phase 3) t hat one job
i s of higher "value" than another , the dec ision mus t t hen
be made : how much more should that job recieve? This would
require a separate f ull discuss ion and we ra ther spell out
the cri ter ia aga inst which t o j udge the fi rst t hree phases .

Rel iabi li ty and val idity

Now the t hree phases shown above are very familiar t o soc­
ial scient ists who are used to maki ng social measurements
in their research. The whole procedur e i s onl y reckoned to
be met hcrlologically acceptable if they ar e sat isf ied that
the procedure i s (a) "reliabl e" and (b) "valid" .
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Reliability has to do with the way measurements are made.
In order for a measurement process to be reliable, we want
to know that different ways of measuring the same thing
will yield the same results, and that if different people
measure the same thing - using the same or different meth­
ods - they will cane up with the same results.

Reliabili ty of measurement; is basic to any scientific in­
vestigation, but it is not, by itself, enough to ensure
"validity". validity requires, arrongst other things, that
what people are actually measuring is what they say they
are measuring. For example, if an intelligence test was
cons t r uc t ed which consisted only of mathematical problens,
it might produce consistent, reliable results, but it would
not be valid as a measure of intelligence, because intelli­
gence is not iust mathematical ability.

Now let's see how job evaluation systens measure up t o
these two criteria of reliability and validity. In doing
so, we will need to distinguiSh between different types
of eyatena, As we will see, sc:me are weak in phase 1 and
relatively strong in phases 2 ·and 3, while others are str­
onger in phase I (the selection of criteria) but collapse
in phase 3.

Phase 1: selectitlC] cri t eria

In this phase, criteria are selected and applied, to indi­
cate the content of a job, relative to other iobs. Sane job
evaluation systems employ only one primary criterion. The
Paterson systan is the carmonest example of this in South
Africa, and in this system the criterion chosen is the
"level of decision-making".

Now to use only the "level of decision-making" as an indic­
ator of j ob content makes this conceptualisation invalid.
It lacks even what methoJologists refer to as "face valid­
ity" - one can see at a glance that whatever different asp­
ects go t o make up job content, there muse, be more aspects
than simply decision-making, arrl sane of these will be
quite irrlependent of the "level of decision-making" dis­
played in a particular -iob , ego the effort expended in the
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work , the danger or discomfort experienced , the level of
training required , and so on. Any rrethod which starts of f
by ignoring such scope for ddseqreerenc is certainly not a
va l id scientific procedure.

An advantage of such a iob evaluation system, which l ooks
at onl y one primary factor in assigning '[obs t o "bands", is
that it is relatively simple and fast to implement . This is
particularly an advantage t o management, but it could also
be an advantage t o unions if they expect their members to
bene f i t from the successful implementation of the system.

sere dangers should be pointed out , however:
(a) Once one has accepted "decision-making" as the primary

cr i t erion for puttirg i obs into bands , having made this
concess i on (which has no scientif i c groundi ng) one can­
not e xpect t o make much ground in arguing about phases
2 and 3, because in the Paterson system these can be
relatively sound .

(b) Accepting the " l eve l of decision-making" as the primary
criterion could be t o the disadvantage of semi-skilled
and unskilled workers, who will be crowded together in
the lowest categories , with little chance of getting out.

(c) The "level of decision-making" incorporated in particu­
l ar iobs will reflect in part the s tructure of control
in a firm or or gani sat i on . If superiors prevent those
below them from taking their own decisions , as will be
the case in a strongly hierarchical or gani sat ion , then
people at the t op will be paid more and people at the
bottcm will be paid less .

Si ngle factor systems, such as Paterson' s , fail the test
of sci ent i f ica l l y valid procedure at the first hurdle , in
phase 1. Measuring the "level of decision-making" cannot
provide a va lid measurement of "iob cont ent " . What about
more compl e x systems? The Peromnes Sys t em, for inst-
ance , which is quite popular in South Africa , pays attent­
ion t o eight separate factors (problem solving, consequence
of error of iudgement , pressure of work, knowledge , the in­
~luence of one iob on other iobs , the level of canprehens­
10n required by the i ob , educational qualifications requir­
ed , and the degree of further training needed t o do the 'job
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competent ly) . Same systems are even more complex than this,
taking account of 26 or more separate fac tors in assessIng
iob content .

One can def initely say that by applying a variety of cr i t ­
e r ia , ra ther t han one s ingle primary cri terion like "decis­
ion-making", t here is more chance of includ ing t hose asp­
ects of i ob content wh ich di ffe rent people, in d i f ferent
iobs , t hink are import ant. But t he stor y unfor t unately does
not end in phase 1, for phases 2 and 3 are sti ll t o fo l l ow.
The problem of val idity has in fac t iust been moved to
phase 3, where unscient ific dec i.s i ons have t o be made about
how t o combine all the different aspects thought up in
phase 1. Are al l the aspects of equal importance , or must
same be given more we ight than others? we will look a t this
problem in more detail below.

Phase 2: the measurement pr ocess

Once the cri teria have been selected , t he next phase i s to
discr iminate bet ween di fferent i obs on the basis of these
cr i ter ia . This i s the measurement phase, and here (from
the point of view of scientif ic method) the main th ing we
want to know i s: are t he methods of measurement reliable?
will different people came to the same conclus ions?

In general , this kind of measur ement i s likely t o be more
reliable if (a) a fai r ly rigid measur ing procedure i s ad­
hered t o; (b) i f subiective iudgements are kept t o a mi ni ­
mum; and (c) if t he measurements are not t oo e laborate. But
r emember that the reliabi li ty of measurement does not guar ­
antee overal l val id i t y . For example , a rigid measur ing sys­
t em may improve the reliabi li ty of measurement , but i t may
mean t hat you are measur ing the wrong things most of t he
time, so that t he results l ack val id i ty .

We can aga in l ook fir st at t he Pa ter son syst em, as an ex­
ample of a relatively simple s ingle factor system. In t he
Paterson system , the usua l procedure is t o obta in wr itten
-job descript ions (which should be approved by the person
do ing the -i ob , and his/her supervisor ) and t hen t o take
t hese t o a grad ing commi t tee , who appl y t he fairly rigid

98



- evaluation -

guidelines l aid down in the Paterson syst em t o determi ne
which "band" of decisiOl'HTla.king the job falls into . Be­
cause the categor ies of deci s i Ol'Hllaki ng are quite broad ,
aoo because the level of decis i lXHtlaki ng is the only factor
which needs t o be assessed a t this stage , there is reduced
scope for d fseqr eerent , There may be argurent about border ­
line cases , rot there is not so nuch roan for dfseqreerent
as there would be in a wore cceciex system. One would there­
fore expect the measurements t o be fairly reliable at this
stage. But one should remember that this ga i n in reliabili­
ty ceres partly f ran ruling out all considerations other
than the level of decision~king .

In the next stage in the Paterson system of grading , s uper­
visor y gr ades and further sub-grades are made wi thi n each
of the bands, and here the judgements seem t o becane more
subi ect i ve , wit h more scope for disagreement - i e . more
ri sk of unrel iabili ty. The reason for t h is i s that at this
stage the judgerrents becane more canplex , taking account
of va r ious different factors such as work pressure, var­
i ety of tas ks , etc.

hhen workers or worker representat ives are on the evaluat­
ion ccemttrtee, this i s likely t o be an area for negotiat­
ion , since it is so "vi s i bl e ": by this stage of the proc­
eed ings , the eva l uat i on ccnrni t.tee is ask ing ecr e direct
quest ions like , "Should this group of workers get IOOr e than
this other group , or shoul d it be the other way r ound?"
There is maybe sarething a bit deceptive about this area
for deba te , for it can onl y concern small changes in grad­
ing , as the bands have already I::een settled. For the sane
reason , though , the unreliabili ty of decisions at this
stage o f deciding the sub-grades is less serious fran the
scient i s t ' s point of vi ew, precisely because these decis ­
ions don tt make such a large difference to the overa l l
pictur e . Over a l l , one would expect different teams o f iob
eva l ua tor s t o cane t o most of the same conclusions about
wh i ch j obs were i n which bands with relat i vel y minor dis­
agreement s about the sub-grades wi thin each band. So one
expect s the Paterson system measurements t o be fair ly r e­
liable over a l l , but inaccurate when it comes t o deta i ls .
(And of cour se roost of the relevant "details" have been
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pushed aside by tak ing decision-making as the s ingle pri ­
mar y cr iter ion .)

It i s worth noting that a fair ly r igid measur ing procedure ,
such as that in the Paterson systan, makes i t easier t o
manage consultat ions wi th workers and unions a t this stage
of i ob evaluation. It l eaves same scope for disagreements
and negot iat ion , but not so much scope t o threat en the
overall des ign of the pay structure . Both i n t he iob descr _
iption s tage and i n the grad ing stage wor kers may be con­
sul t ed . However there is typically little, if any , consul t ­
ation about how the terms have been set - why "decis i on­
mak ing" has been adopted as the primary criterion , and how
the measur ing schedule has been drawn up.

we can turn now to "poi nt-scor ing" methods of job evaluat ­
ion, such as the Percxnnes systan. The idea here is tha t
jobs wi l l be assessed on a number of aspects , and on each
aspect (or "fact or " , or "dimens i on" ) a par ticular iob will
be r at ed as earning so many points . These scores are then
combined t o give an overall ra ting f or the i ob. we wi l l see
i n the next sect ion that arbi trary , non-scientif ic decis­
ions have t o be made i n order to combi ne the scores which
a iob gets on each different factor . In the meant ime, we
are mainly i nteres t ed in whether the measurements , on each
factor , are r eliabl e.

There are a number of possible measurement problems i n a
mul ti-factor system. Fi rst of al l , because t here a re more
aspects of a i ob t o be measured than in a s i ngle-factor
system , and because same of these factors requi r e subiect ­
ive assessment (for example, in the Peromnes system, the
"pr essur e of work ") there is more chance of going wrong
than i n a s impler systan . On t he other hand, the errors
made in measuring one factor may be averaged out by e r ror s
i n the opposi te direction i n measur ing other factors . So
one can ' t be sure - wh ich i s i tsel f , of course , a problem.

Given that uncer ta inty , i t would seem to be important t o
be able to check on the resul t s. But multi-factor syst ems
are rather hard to understand and t o apply, which means
that i t i s more di fficult for i ob-holders, or other people
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who are not experts , t o keep a check on how the r esul t s
are bei ng produced . The three ma in doubt fu l areas ar e (a)
the r eliabili t y of the iob descr ipt ions on which the meas­
urements are based , (b) t he way in which the scale of poin­
ts f or each factor i s arr ived at , and (c) the extent t o
which sub-iect fve i oogarents a re made i n decid ing a iob 's
posi tion on the scale . we will l ook at these problems , tak­
ing t he Percmnes system as an example .

(a) The Peromnes System uses verbal -ioo descr iptions rath­
er t han wri tten ones . Because of the ccmplex i ty of the
system, the person who descr i bes the '[ob may not pers­
onally know what to describe , but must rely on the ex­
pert valuator to ask for all the necessary i nformation .
One can argue that this can lead to fa i rer evaluat ions ,
s ince there i s les s oppor tuni ty for the iob-descr iber
to emphasize or exaggerate fea t ur es of the i ob to self­
i sh advantage. But it could equal ly lead t o a fai l ure
to provide all the relevant i nf ormation, for the same
reason : the -[ ob-hol.der doesn 't understand the s ignif i ­
cance of the quest ions which the valuator i s asking .
Also, because there is no written i ob descr ipt ion and
because i t requir es an expert t o evaluate the verbal
iob descript ion, i t i s rrore diff icult t o car r y out an
independent check on the valuator 's measurements .

(bl The problem of scaling can be illus trat ed by an i magin­
ary example. Suppose one fact or of a iob i s the amount
of formal educat ion which t he job-holder needs to poss­
ess. I f one iob requires a standard ten educat ion whi le
another r equires a standard e ight education , the first
job might earn t en points more on t he educat ion factor
than t he second iob. But another job requires a univers­
i t y degree . Should i t get an additiona l t en points? Or
an addit ional twenty points? Or thirty , or two? There
i s no scientific answer t o this quest ion , because there
i s no way of knowing that a standard ten educat ion is
"twice as much" educat ion as standard f ive , or that i t
is twice as valuable or four t imes as val uable , or what ­
ever . We can agree that more educat ion is mor e valuable
than l ess educat ion, but we can 't say how much rrore ,
and we can ' t say that the value i ncr eases steadily as
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you go up the sca l e , or anything like that. Despi t e
this fac t, most multi -factor iob evaluat ion systems
a rbi trarily lay down how many potnta can be awarded for
di f ferent levels of educat ion, d i f fer ent l eve l s of
s t r ess, and so on. This i s not sci e nt i fic measurement ,
but a way of dressing up opi nions as nlIl'bers , end -then
applyi ng these op i nions as a r outine procedure. The op­
inions are anbedded into the measur ement proces s when
the sys t em is des igned .

(c ) The complexi t y of multi-factor sys t ems requires that a
greater mercer of subject ive interpretations have to be
made before a i ob i s g iven a final score . For instance ,
i n the Perames syst em, one of the factors t o be cons­
idered i s how rruch t i.foo, i s necessar y t o achieve a le....e l
of ccrpeteoce in a job. It requires subjective jlrlge­
ment t o decide when a -iob-bo.lder i s just ccrpetent ,
ra ther than super-competent or a little incatpe~t.

1.00 if i t takes one person six months to hecate ccrpec­
ent it may take another only three months to reach this
l eve l - so aga i n judg€Jlents have t o be made about; what
i s "normal " . Obviously, ~ more subject i ve j udgenents
have t o be made , the more chance there i s for unreliab­
ility , and as str essed above , s uch subject ive judge­
ment s are even more uncertain if it is d i f f i cul t t o
check them aga i nst ot hers t op i n ions , as i s t he case
when a job eva luat ion i s so cauplex that only an exper t
can operate i t .

In summary , a scientif ic enquirer woul d trea t the relative
scores awarded t o jobs on the different factors in a mul ti­
factor system with a gr eat deal of scept icism. There is no
good reason to suppose that the figures a re accurate . Even
so, th i s is probably not the major problem with aul t i ­
factor j ob eva luat ion systems. 1tle gr ea t unsolvable problElll
cares when you try t o canbine the separate scores awarded
fo r d i f fer ent aspects of a job, in orde r t o care up with a
s ingle over a l l score for the job.

Phase 3: 9radin~

Having selected t he cr i ter ia for d ist inguish ing between

102



- evaluation -

iobs in phase 1, and having made measurements according t o
these criteria in phase 2, the task in phase 3 is t o con­
ve r t these measurements into a means for ranking ; obs. In
the case of a s i ngl e- factor syst em such as Paterson there
is no imoediate problem a t this stage. Once j obs have been
catergorised according t o their "level of decision-making"
(phases 1 and 2), this automatically places them in one of
the s i x bands. The ranking which the d i ffe rent -jcbs receive
on "decision-making" simply beccees the band ranking of the
i obs. No one can ob;ect at this stage. The time for obi ect ­
i ons was earlier: what grounds were there for choos i ng
"decision-making" as the cri t e rion of 'job cont ent? The
grounds were inadequate, and f or that reason the Paterson
syst em lacks phase 1 validity. If this i s over looked , then
the Paterson syst em cannot r eally be attacked for failure
in phases 2 and 3, e xcept in points of de tai l. (Of cour se ,
the other s ide of this coi n i s that, because of its phase
1 fa i l ur e , no amount of refinement in phases 2 and 3 could
render i t into a scientific system.)

What are the "points of detail" in the Paterson sys t em
which can lead to d iff i cult i es in phases 2 and 3? First
there is the problem of borderline cases , where a gr adi ng
commi t t ee d i sagrees about which decision-making band a
par t icular j ob should occupy. This is a problem of measure­
ment (phase 2). But the more important "details", as far as
employees and their r epresentatives are concer ned , are prob­
abl y t o do with the sub-gr ades which are allocated to jobs
within a "band".

Af t er a i ob is fixed in a band, there i s still the question
of whether it is a supervisory ; ob or a non-supervisory ;ob,
s ince each band (except Band A) is divided into a supervis­
ory and non-supervisory gr ade . Usually there would be
little difficulty in deciding, because the s truc t ur e of
COnt rol in most large organisa t ions i s fairly c l ear l y de­
f i ned . So there is no maior measurement difficulty here,
dec id i ng which i obs are super vi sory and which are not - but
there is a problem in deciding what difference this should
make in t erms of basic pay. The Pat er son system has already
made this decision. Supervisory iobs should receive mor e
basic pay than a non-supervisory j ob in the same band, but
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not as nuch as a non-superv isory l ob in the next band ,
Thus the c r iterion of supervis ion versus non- supervis ion
always has less effect than the pr imary cri terion , the
" l eve l of decision-making" . Is this right or wrong? That
is s urely a mat ter of opi nion.

Vllen one c:.Utes t o s ub-gr ades i t becares even more a rrat ter
of opinion . No c lear guidelines are laid down for how diff_
e rent l obs shou ld be allocated t o sub-gr ades , but i t seems
t hat a var iet y of factor s can be cons ider ed . Le Raux (i n
th is ed i t i on of $A LB) suggests t hat t hese factor s can in­
clude t he var iety of tas ks in a l ob , t he " l ength of cycle" ,
the pressure of work and " t ol er ance and precision" . If this
is so, which factor is seen as most impor tant , and why? And
why should all these factors be less illt'JOr tant than the
" leve l of decision-making"? For exercte , even i f a l ob in
Band B i s except ionally var ied , non-repeti tive , precise and
high pressure , it cannot escape t o Band C, unless i ts
" level of dec is ion-making" f its int o the Band C category .

1>s sugges ted earlier , sub-grad i ng can provide an a rea for
negot ia t ion, precisely because the r ules for sub-gradi ng
are not c lear . But this should not obscure two fact s .
Fi rst l y , t he area for negotia t ion has a l ready been decided ,
because the addi t ional factors now being cons ider ed cannot
move a lob out of its "deci s i on-maki ng" band. Secondl y,
when the addit i onal factors are bei ng cons idered , there is
no sci ent i f i cal ly val id way of decidi ng whether one factor ,
such as work pressure , should car ry more we ight than anoth­
e r factor , such as the "varie t y of tas ks" .

This di f f iculty in knowing how t o play of f different fact ­
or s aga inst one another only hits the Paterson system at
the level of sub-grading . But i t i s a pr oblem which is
r ight a t the heart of mult i -factor systems .

Mu l t i - factor systems, wh ich look at more aspect s of l ob
cont ent than s imply "deci s i on-maki ng" have a better chance
of preserv ing phase 1 validi t y , They may be complex and
genera l l y l es s rel iable in the measur i ng phase , but i t i s
in t he third phase that they real ly knock down t he hurdle
and fal l t o t he ground in a crunch of non-scient i f ic ca l c-
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ulat ions . The problan i s this: that having t aken measure­
rrents of differ ent aspects of a "job, you now have t o canb­
Ine these figures t o cane up with a s ingle score.

The problem i s easy to illustrate. Suppose that t wo of the
aspects cons ider ed r e l evant a re (1) physical e ffor t , and
(2) mental effor t . Am suppose two "jobs, Job A am .rob B,
have been assessed on these t wo cr i ter ia, am have been
g iven scores as fo l lows :

.rob A

.rob B

Phys ical

10
5

Mental

5
10

Total

15
15

Now if the two aspects , mental and physica l e f fort , are
held to be equally important, then (as one sees f rom the
straightforward t otal s ) the t wo "j obs must be r anked on a
par . Each "job collects a t otal of 15 pom cs , But suppose
physica l effor t i s counted as bei ng twice as important as
mental effort , or vice versa . Then t he scores on these dif­
ferent aspects must be weighted d i f ferently. If phys ical
effort counts for twice as much as mental e ffort , then
five points on phys ical e f fort i s equiva l ent t o ten p:J ints
on mental ef for t . So Job A mus t be graded higher than Job B.
But i f menta l effort counts for more than physical ef for t
then Job 8 will end up with a higher score than Job A. In
other word , however accurate t he scores are on each fact or,
the f inal resul t is s t i l l indetermi nate , because there i s
no scient if ic way of deciding how t o weight the two factors.

In pract ice , there are two ways i n which d i f ferent fac tors
can be weighted in a mul t i - factor systan. I f the same meas­
uring r ange i s used for each fac tor - for i nstance, "level
of educat ion" coul d earn up to a humred p:J ints , "l eve l of
stress" could earn up to a hundred p:Jints , and so on - then
the weighting i s done a f ter the measuranent. You take each
score and multipl y i t by a mmcer , a different nWlber for
each factor , which ensures that t he poi nts earned on a fac­
tor which i s r egarded as important count fo r more than the
PO i nts earned on a factor which is r egarded as unimportant.
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(These are of course matters of i udgerrent, not mat ters of
ecfence v) The other way of weighting differ ent factors is
to give them different r anges of measurerrent , so that "lev­
el of educat ion" , for i nstance, might be able t o ear n up t o
a hundred points while "stress level " could only earn up to
a maximum of t wenty points . Either way, the effects are the
sarre , and express the system des igner 's own view of which
f actors are more bnportant than others .

Following t his road produces a series of rneasurerrents for
each i ob - a score or a r anking for each of the factors be­
i ng cons idered . These scores , however , are not all on one
dimens ion but are along dimensions which may be independ­
ent of one another , and so there is no scientific way of
add ing up these scores t o produce a f inal uni -dimensional
ranking. The only condition under which the separa te scor es
or r anks can validly be added up i s if the separate measure­
ments are all along one underlying dimension, and even t hen
we would add certai n other mathemat ica l r equirements. But
if these requirements are met , t hen we can ' t have phase 1
val idity. So i ob evalua t ion i s caught in a trap. Either it
star ts off with invalid assumpt ions , or it ends up with an
invalid procedure for combini ng scores · on different factors.

This does not r eally come as a sur pr ise , because we saw at
the outset that the a im of iob evaluat ion is t o make value
i udganent s. These val ue i udganents may appear t o be hidden,
by t he t rappings of scientif ic ity and a confusion of numb­
ers , but like a disappearing scor pion, t hey will turn up
agai n i f you l ift up al l t he stones . Ei t her the non-scient­
ific vatue- fudcerencs are made at the begining, i n choos i ng
t he cri ter ia , or they come back at t he em , i n making unsc­
ient ific decis ions about how t o weight di f ferent aspects of
a '[ ob ,
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Supervisors: Workers or Management?

Mike Sarakinsky & Paul Crankshaw

This article is an analysis of the d i s pute (I) which t ook
place in a GeDmiston chemical factory last year, over the
question of whether supervisors in the factory should be
regarded as part of the workforce or as part of manage­
ment. It r aises interesting questions regarding structural
def i ni t ions of c l ass , particularly with respect t o the
boundary between the "new middle class" and the working
clas s . This article is based on a series of interviews
held with a shop steward, a supervisor, the personnel man­
ager (a. white male), the labour of f i cer (a black male) and
a union organiser.

The cuupany in question produces coereetce , perfunes and
t oiletries, and employs approximately 300 black workers,
11 of wham are supervisors. The ratio of semi-skilled/un­
skilled to skilled workers is in the region of 3:1. (Ac­
cord i ng t o the personnel manager, an unskilled worker I s
j ob requires 1 day 's training.) workers are divided into
4 wage grades: A and B (skill~), C (semi-skilled), and D
(unskilled). These grades were origi nally negotiated with
the Chemical WOrkers Industrial Union (CWIU), and now
serve as the basis· f or wage negotiations between the union
am the carplny. According to the personnel manager, about
99% of the black workers belong to the union, including the
bl ack supervisors. The reason why the supervisors are mem­
bers of the union was because, under the terms of the or ig­
inal recognition agreement, all non-managerial staff were
eligible to 'join: however, the category of ''managerial''
s taf f was not clearly defined. Supervisors, therefore, were
not unarrbiguously excluded fran 'joining the union. However,
in 1984, when the recogni tion eqreerent was being renegot­
tecer, managerrent tried t o excfude supervisors fran eligi­
bi lity for union ITlE!rIbership by defining than as part of
meneqerent , A conflict over this issue ensued between man­
agerrent and the union. The terms of the agreement reached
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were that supervisors could remain members of the union
but could only be represent ed i n grievance procedures . The
onion could not negotia t e on t heir behalf.

Supervisors t hen, unl i ke workers , fa l l under the manage­
ment grading scheme. While workers are pa id weekl y a t an
hourl y r ate, s upervisors ar e paid monthly, directly into
a bank account . The cOOlpany is in the process of set t ing
up a training programme f or supervisors , but it i s not yet
in operat ion. The offical pr oduct ion hierarchy r uns from a
product ion manager , t o a foreman, to the supervisors , t o
the workers.

Theor ies of class

In t he theoret ica l l i terature on class , the position of
supervisors i s a source of same debate. In or thodox Mar x­
i st theory , capital ist societies are def ined in t erms of a
hi-polar class model : owners of means of production (bourg­
eoi s ie) , and. non-owners (prole tarian) (2). Supervisors , as
non-owners , would consequently form part of the latter .
Poulant zas , however , places supervisors unambiguousl y i nto
the "new petit-bourgeoisie" , which he defines in t e rms of
a fai l ure t o quali fy i n a l l t hree of the str ict conditions
he lays down f or memberShip of the working class . The mem­
bers of t he new pet i t -bourgeoisie are , in these terms , un­
productive workers (not directly involved i n mater ial pro­
duction) , and/or those holding a superv isory or manageria l
pos i t ion of any sor t (i nvolved in the control of the l ab­
our process, incl uding the uti lisat ion of l abour power) ,
and/or those possessing a sk ill or amount of i nformation
about the product ion proces s to which the direct producers
do not have access (eg . eng i neers , accountants) . (3)

In a cr i t ique of Poulant zas , wright argues t hat instead of
each and. every occupat ional pos i t ion being unambiguously
categor ised i nt o one or another c lass , one could r egard
certai n posdt nons as occupying "ob'[ect ive l.y cont rad ictory
l ocations within class relat ions" , or llcontradictary class
locat ions" . He defines classes accord ing t o thei r partic­
ular pos i t ion in relation to cont rol over the physical
means of product ion , control over labour power, and control
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over investment and util isa t ion of profits . These l ocations
could be stated primarily as:
1. managers and. s upervi sor s - situated between the

bourgeoisie and proletariat
2. semi-autonomous employees (eq , engineers , accountants)

- situated between t he proletariat and petty
bourgeoisie

3. small employers (eq , shopkeepers) - between the
bourgeoisie and petty bourgeoisie (4)

While not over t l y discussing class , non~arxist writers
such as piron, Human and Raiah also r ecognise the ambi­
val ent position of supervisors vis-a-vis management and
workers. (5) They describe the super visor as experiencing
"a gr ea t dea l of role confl ict and role ambibigui t y (or
marg inali ty) within his everyday life" . (6) They explain
the marginality of supervisors in this way: "Bl ack super­
visor s are caught in a no man ' s land not only between the
cul t ura l groups but also bet ween more senior level manage­
ment and. workers". (7)

rmile we are not here concerned with the respective merits
of any of the above theories, they shed light on why the
posi t ion of supervisors is becoming increasingly cont es t ed .

A CASE STUDY

Thi s section will focus on some disiunctures between the
views of the per s onnel manager , the labour officer, and
the workforce regarding aspects of the labour process and
the position of supervisors .

~ chai n of coomand: the relationshie. of ~rvisors t o
both workers and management

As was mentioned ear l ie r , the of f ic ia l hierarchy within
the factory is headed by a production manager, whose re­
spons ibi l i t ies range from monitoring inputs and out put s of
materials and. products t o implementing formal disciplinary
procedur es to solving minor di sputes in the factory. Be­
neath him is a f oreman, who acts as an Intermediary between
him and the supervisors. The super vi sor s must follow the
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production plan as instructed by the production manager ,
alt hough they have same autonomy as t o how t hey implement
this plan. This invol ves menta l ra ther than manual l abour,
accord ing t o the personnel manager :

we once caut ioned a superv isor who was in fact working
on the l i nes himself. we don ' t want him t o actual ly
stand with the packers or machine operators and wor k
on the l ines . His i ob is i n fac t to supervise and t o
manage r ather t han t o do .

accord tnq t o management , t he powers of superv rscrs include:
1. i ssuing verba l reprimands
2. s topping the lines for safety reasons
3. a l lowing or d isallowing wor kers to leave the lines for

shor t periods
4. dec id ing to speed up t he l ines
5. moni toring quotas
6. a llocat ing tasks amongst the workforce and moni toring

t hei r e xecut ion

When asked whether supervisors were aware of the extent
and limi t s of t heir power , t he personnel manager replied:

They certa inly are, although they weren' t e ight een
months ago • • •They have been repeatedl y t old that t hey
are r esponsible for t he people under the i r control ,
and we keep on reinforcing this all the t ime•••

He perce ived t here t o be a high l evel of confl ict bet ween
supervisors and workers , and expressed concern a t t he in­
abi l i t y and/or d is incl i na t ion of supervisors to per form
t heir iobs adequa tely " f or fear of being got on the train
on the way home. They a re concerned about thei r popular i ty
rather than doing their iob . They often put their i obs on
the line rather than t ake act ion aga inst the work force" .
This has created a tens ion i n the re l ationship between man­
agers and superv isors because management , while acknowledg­
ing their problems , is not prepared to accept the s ituation :
"They get paid t o do a lob and we expect i t to be done" .

The l abour of f icer , wh i l e agreeing that there i s a degree
of confl ict between worke rs and supervisors , suggests t ha t
the rea l source of management 's dissat isfact ion wit h super -
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visors i s the latter 's imcompetenoe :
The quality of superv isors ~ have praooted t o that
pos i tion might not be t he right quality. They are not
really tra inable. They cannot handl.e problems. They
have never had sufficient exposure to management t ra i n­
i ng courses .

He pointed t o a d ivergence between t he way i n which the
production hiera rchy should work in theory and the way
i t wor ks in pr act ice :

Supervisors r egard shop s tewards as senior to them­
selves . Shop s tewards should report to supervisors as
their immedi a t e bosses but that i s not happening . What
i s happening i s that they have given shop stewards the
upper hand because they (shop stewards ] deal wi th man­
agement at an executive level .

The formal production hierarchy d ictates that supervisors
regard the foremen and product ion manager as their inmed­
i a t e superiors , and that all problems (including d iscipl­
ire) should be t aken to them. However , as members of the
union , supervisors regard shop stewards as the i r s uper iors ,
and they try and solve all disciplinary probl ems through
than . This re flect s the strength of the union amongst t he
wor kforce . The labour of f icer put i t this way , "we admi t
we were beaten by the mere f act that we had to r ecognise
the union. "

Super visors don ' t perceive thanselves as having any powers :
"I don "t believe we I ve got powers" , said one super visor .
" If I' ve got a problem, 1 'm supposed to re fer to t he fo re­
man. Then he is supposed t o refer to the production manag­
er , " But i n practice, as the l abour officer noted, the pr o­
cedure i s d iffe rent . Accord ing to a shop s teward :

If any problems arise , t he supervisors care to the shop
s tewards before they go t o the foreran , They d iscuss
the probl em with t he shop stewards, who try and solve
the probl.en with the wor kers concer ned .

Shop s tewards are aware of the potent ial for conf l ict be­
tween wor ker s and supervisors , aOCI how this could weaken
the collect ive s t rength of t he wor kforce:
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we are trying t o remove conflict between workers and
super vi sor s . we tell our members they must respect
their supervisors, and supervisors must respect the
workers.

"Black Advancanent": the cont r ad ict ion between
J'ranotion from within" and managerial control

In response t o the Sul l i van Code , the canpany adopted a
policy of "Affirmative Ac t ion" of which the policy of
"Black Advancement" became a part (8). This is defined by
the personnel manager as a prograrrrre aimed at the progres­
sion of bl acks up the managerial s t r uct ure . Serre of the
reasons put forward by the ccrpanyvs personnel department
for instituting the pr ogr amme are as follows:
1. the removal of "social injustice" i n the form of job

d i scr imi nat i on
2. t o pranote industrial and political stability through

the encouragement of a black middle c l ass (supervisors,
defined by the cempany as part of the management struc­
ture, are included in their definition of this class)

3. t o alleviate the national shortage of management per­
sormel , as well as that within the ccepeny, This, to­
gether with the need t o count e r the disinvestment lobby,
"are related t o the company 's future in South Africa"
and are rroti vated "primarily [byl self-interest". (9)

More genera lly , we would tentatively suggest that the
emergence of black supervisors coi ncides with the emerg­
ence of the independent trade union movement; viewed in
this light, polici es of black advencerent would seem t o
represent attanpts by management t o divide and co-opt
sections of the bl ack workforce t o retain control over in­
dus t r i al relations and the labour process. In line with
"scientific management" principles, attanpts are made to
further remove cont rol of the labour process f rom direct
producers by extending management influence on the shop­
floor in the form of compliant supervisors.

But the policy of bl ack advancement contains a potential
cont rad ict ion , one which has manifest itself in this in­
s tance . The labour officer put it thus:
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You can imagine , if you have been work i ng with guys for
years and then all of a sudden they pranote you senior
t o than: the guys are used to your habi ts , they know
all your weaknesses . So for you to nCM change and im­
med ia tely say "Gent s, I want you t o listen t o me. I am
now your boss . " I t s just a mere waste of time. The pos­
i tion of supervisor is a critical pos i t ion. I would say
rather than prcrnot ing a guy f ran wi thi n, you'd r ather
r ecruit a guy f ran outs ide , who 's not known by any of
the guys.

He i s support ed i n his vi ew by the personnel manager :
If they don ' t do thei r j obs proper l y , we ' ll have t o get
people who won ' t be intimida ted, or who don ' t live in
the same t ownship, or who belong t o a different r ace
group.

Black edvancerent , then , while present ing potential advan­
tages t o the canpany , a t the same t ime introduces potent­
i al ri sks for opening up "space" i n whi ch the union can
oper at e .

Superv isors : wor kers £E. managanent?

The ambiguous position of supervisors i s wel l il l ustrated
by t he d i fferent percepti ons of the i r posi t ion , by wor k­
ers , managanent , and super visors themselves .

According to the personnel manager , the cri t eria f or pr o­
mot ion t o the position of superv isor i nc l ude:
1. "they must s tand out f ran the r est of the workforce"
2. they must be "co-operative"
3. they must have an abi l i t y t o "ccmnunicate" with both

management and wor kers
4. they must be "natural l eaders"
5. trey must be r eeannended by the product ion manager

The per sonnel manager defi nes super visors as par t of man­
agenent because the i r j ob e ntails management of workers , as
wel l as planning, organis ing and cont rol l ing the l abour pr o­
cess . Superv isors are "whi t e collar " wor kers and ar e there­
fore on the management grad i ng schere, However , he says :
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I think they see themselves as part of the workforce
r ather than as par t of management and t his is a ve ry
big problem area .

In his view, t he r eason why supevisors don ' t see t hemselves
as part of management , and why workers don t t. see them as
part of management , i s because they (the superv isors) are
black . I f the supervisors were whi te , the workers would see
them as part of management . This he sees as contradict ing
the union pol icy of non-r acialism.

The labour officer suggests t hat workers see supervi sors
as part of the workforce because they are members of the
un ion. If they were not rrembers , they would be regarded
as management . The r eason why the union accepted super ­
visors , he said , was purel y in order t o boost thei r member­
ship. Also , the workers and supervisors saw the union as a
"bl ack organisat ion" and t herefore accepted all blacks as
members.

Workers and superv isors are most emphatic that no amount
of management talk will convince them that superv isors
are par t of management. A supervisor said:

we were promoted f ran the lines, we know what i t i s all
about . we know t he d iff icul t ies on the lines f rom long
ago , so we can 't just shout at a man. I don' t feel 1 1m

par t of management .

Management t ried unsucces s f ully to prevent supervisors
from working the l ines , as one supervisor said :

But we told t hem that it' s not easy j us t to stand and
look whi le other people are wor king . I f somebody needs
t o l eave the line for an hour or t wo, you can vt block
him. So I' ve got to go on the line and help that guy.

Management i s extremely unhappy about this s i tuation . one
clause i n the recognition agreeuent stipulated by manage­
ment , is that supervisors cannot became shop stewards .

Management strategY t o i solate ~pervisors

The personnel manager said , " they (the s upervisors) don ' t
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accept that they are different f rom t hem (the wor kers) but
we are tryi ng t o change their percept ion" . He believes there
has been mi n imal success so far i n these a ttanpts , but :

Recently they have been s i t t ing separatel y a t l unch
t~ and pos sibly this i s a result of the input man­
agement has been g iving them. I hope that i s the case .

The l abour officer puts the ''mist r ust of management 's
IOOtives" at the cent re of his e xplanat ion of the behaviour
of supervisors and wor kers i n j oining the union :

Most companies bel ieve that a l l blacks go for the
unions; they r eckon t hat ever y black man likes seeing
himsel f as a member of a union. I am total ly aga i nst
that ; i t i s not t .rce t There are reasons that make
people j oin the uni on and basically they are: s imply
because of the l ack of secur i ty , I f management played
i ts part as a hunan r esource, I don 't think any of the
guys. would have gone for the union , because they ' re
qui te aware of the union 's weaknesses . The union i s
onl y concerned with sell ing i tself t o employees by
saying , "we will protect you" . Allthough the worke rs
might be aware of the company ' s benefits being greater
than what the uni on can offe r , they still fee l , because
of the mist rust t hey have i n management , their only
alternative i s t o go for the union.

This mistrust i s because , firstly, management i s seen as
"wtlite", and secondly, because management i s not prov iding
the benef i ts which it should , he expla i ned .

The wor kers and supervisors see the attempts by management
t o draw superv isors away f rom the r es t of the workers as
"intimidation". ;.. super visor t old us:

we had a meet i ng of only superv isors wi th the personnel
manager. He t old us i t was not wise for us t o io i n in
or participate in the union because we are no mor e work­
force , we a re management . He said if we resign from the
union he will pay us more . What he is giving us now i s
peanuts, but we t old him: "NO, we will keep our peanuts."
Even if we get R3000 for one month , we can sti ll be f i r ­
ed or vict imised . we did not resign (from our uni on) .
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A shop steward supported this statement :
He [the personnel manager] wanted to divide the workers
at the company. He wanted t o cr eat e a division and a
conflict between super visocs and workers . So what we
have done i s t ry and prevent this happening by t ell­
ing our supervisors and workers they must respect each
ot her .

He explained f urther :
He wanted supervisors t o victimise workers so he could
weaken the union. They are us ing black aga inst black.
we have realised th i s and that' s why supervisors dis­
agree t o resign f ram the union.

I t i s c lear that it is management pol icy t o t ry t o di f fer ­
entiate the workforce . According t o the shop stewards , the
issue of supervisors ' membership of the union arose out of
the dispute over the unfair dismissal of an Indian super­
visor, who was a member of the union. The Indus t r i al Cour t
ruled in favour of t he super vi sor concerned . I t was as a
resul t of this t hat the personnel manager want ed to re­
negotiate the terms "non-manager i al / manageria l" s taff in
the r ecogni tion agreement .

Conclusion

There are a number of object ive influences overdetermin i ng
t he class identity of s upervisors in this part icular case
study. we have isolated the following (there may well be
other s which have not been r evea l ed i n thi s shor t s tudy) :
- strength of organisat ion withi n t he fac tory . Almost a l l

of the black workforce belong t o the uni on, with a few
whi t e women also consider ing membership.

- the policy of promot ion from wi thin t ends to cr eate
supervisors who share common wor kplace and socia l exper­
iences wi th other worke rs.

- both supervi sor s and other wor kers tend t o care f ran the
same residential townships (ie . Nata lspruit/Katlehong)
and soc ia l i se together .

- both supervi sors and ot her workers share a common racial
identi t y.

_ the super visors have occupi ed thei r pos i tions for a rel­
atively short period of time, dur ing which their exposure
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to management percept ions has been limi ted.
_ as yet , the company has not impl ement ed a training scheme

for super visors.
_ the overt attempts by management to d ifferentiate super ­

visors r rcn workers seems only t o have increased thei r
suspicion of management as well as their general feelings
of iob i nsecuri ty .

This case study would seem to i ndicate limi t ations to
attempts to def ine the new middle class in purely st ruct ­
ural t erms. we have seen how conflict has emerged over the
ident i t y of the job category, "supervisor", and the r ange
of influences on the percept ions of incunbents of this
posi t ion. I f we see class as a set of r e l at i onships rather
than a thing or category , then i t is these r e l at i onships
which need to be concretely investigat ed. They cannot sim­
ply be r ead off frem i ndi viduals' particular places within
economic or pol itical s t r uctures.

This case study points to the necess i ty for a distinction
to be made between class structure and class identi t y
wi th regard t o the "new middle class" or the "new petty
bourgeoisie" or the "contradic t ory class l ocat ions" (what­
ever one chooses to call than) wi th the class identi t y be­
ing open t o conjunctural analysis .

Footnotes:

1 we do not use "dispute" in the s t r ictly legal sense ,
ie. refer ring to i ndus tr ial conf rontation which has
gone t o the level of the Industri al Court , but s imply
i n the sense of a disagreement between management and
the union which gave rise to high l eve l negotiations
between the two .

2 For a br ief overvi ew of t hi s pos i tion , see E Olin
wr ight , "variet ies of Marxist conceptions of c lass
structure" , Politics and Society, 9.3 , 1980

3 N Poulantzas , "On social c lasses" , New Left Review, 78 ,
1973, pp 27-50; also Classes in contemPorary~italism,

(Verso , Great Br i ta in 1979)
4 E Olin wright , "varieties"; a lso Class , cr isis and the

state, (verso, Great Bri tain 1983), pp 30-110 --
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5 .1 Piron, L Hunan, and M Raiah, "The men in t he middle:
supervisors in South African organi sat ions today",
AS~ confer ence , Johannesburg, 1984

6 ibid, p7 •
7 ibid, p2l
8 A MMcGregor, 'Management development and adult

educat ion : putting the theories into practice", (unpub­
lished abridged vers ion of Honour s dissertation, Univ­
ersi t y of t he Witwatersrand, 1984), p3

9 ibid
10 Eddie webster identifies a "crisis of cont rol" during

this period in the met a l industry. See E webster, "A
new frontier of cont rol? case studies in the chang i ng
fonn of i Ob ' control i n South Af r ican i ndustrial rela­
tions", second car neg ie inquiry into poverty and de­
velopment in Southe r n Af r ica , Univer s i t y of Cape Town ,
1984. OUr hypothesis i s that t his "crisis" was not
conf i ned t o tha t branch of industry.
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REVIEW: POWER! Black Workers, their Unions
and the Struggle for Freedom
in South Africa

D MacShane, M Plaut, D Ward
(Spokesman UK 1984, 4-95 pounds sterl ing ; distr ibuted in
~ by Ravan , Rl4 .95)

The a im of the authors was "to explain t o people out s ide
South l>.fr i ca the i rrmense growth in trade unions orgaoi5103
bl ack wor ker s in t hat count r y" - and t his is certa inly t he
best book t o a tterrpt s uch a task s o fa r (see also S\LB 9 . 7)

There a re inevitably a few complaints - but by and l arge
the mater ial i s very reliable - much of it drawn fran the
2Jl,LB (as the authors acknowledge) . It s hould however be
po inted out t hat CX1',htlS1. i s no t non- racial (p107) a nd that
the CUBA a ff il iate , 'rrenspor t eod All ied WOr kers Union, as
well as FOSAW 's Transport and Genera l WOr kers union , rep­
resents PUTCO workers (pl09) .

The l ast po int i s i ndeed symptanat ic . This account f avours
FOSATU - descr i bed as the "best organised" gr ouping (p38) ­
wi th much l ess at tent ion paid t o CU~ despi te the latter' s
greater claUued membershi p (p35: 148,000 compared with
106,000). The sect ion dealing with the chemical irrlustry
i s daninated by FQSll.TU 's Chemical Wor kers Industrial Union,
wi th CUS1>, 's South Af r i can Chemical WOrkers Union - actually
larger than (WIU - receiving hardl y a mention. CU~'s rela­
tive absence fran the text is a weakness - an absence which
in the past has been matched i n the page s of the SA LB, it
might be added .

Even as Power ! was being print ed sane of its contents were
ove r t aken by events. CU~lS newspaper Izwilethu has been
subs t ant i al l y upgr aded (p73) . NUM now c l a i ms 110,000 members
(pl02) and has led a disciplined and partially successf ul
str i ke aga i nst the Chamber of Mines (p17- 18 : the authors
had a rgued that such a s t r i ke was i mpossible g iven the pre­
sent balance of forces. See SALB 10. 2) . Al so ment ion of
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the new Black All iance of black consciousness un10ns 1S
necessary t o complete this over view of Sout h Af r ican trade
unions (see SALe 10.2).

The books contents i nclude details of several s t rugg les
over recognition and wages , as well as recent mater ia l on
health and safe ty and wanen 's rights at wor k . The hi stor­
ical sect ions are of necess i t y br ief - and we sti l l awai t
a deta i l ed anal ysis of t he development of the l ast t en
years of the l abour rrdverent , Lack of space means that
some i s sues are dealt wi t h inadequately - eg o t he role of
whites in the unions. (Why not t he r ole of intellectuals
genera lly? - JL) Despite these r eservations, those inter­
ested in the workers movement in South Af r ica will find
this book "usef uf , Recent poli t ical debates in t he unions
are reviewed and sever a l linport ant documents are reprinted
as appendices .

Of equal interes t to t rade unioni s ts both i n South Afr ica
and int ernati onally are the l ast two chapters of the book
which dea l wi th quest ions of i nter nat ional sol idar i ty . Thi s
sect ion includes criticism of the South Afr ican Congress
of Trade Unions i n ex i l e for t rying t o prevent direct links
between the new unions and trade unions overseas . ,5.lI.C'IU 's
analysis of South Af rica as an all-powerful fascist s tate
made them i ni tial l y scept ical about the possibili t y of
genui ne and independent open trade unionism. Addi tionally
SACTU f ound i t s t rad i t ional r ol e as sole representative
of South Af rican wor kers challenged by t he re-emergence of
a trade union movement within Sout h Africa. The new unions
have denonst rat ed the i r independence by r efusing t o be used
aga i nst SACTU by t he right-wing of t he international trade
union movement . In the meant ime the emerg ing unions have
bui l t up overseas links with workers at all levels - with
federations , trade secretariats , i ndividua l unions and
plant l eaderships. These links have provided concrete sup­
por t for South African unions dur ing a number of r ecent
disputes . By publicising t hese the book will playa valu­
able role in encourag ing di rect l i nks and sol idar i t y bet w­
een Sout h African workers and fellow wor kers over seas .

(Jon Lewis, SA LB)
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Obituary: Eddie McCarthy 1943 - 1985

Eddie McCarthy d ied by drowning at St Georges Beach ,
Port Elizabeth , on January 3rd 1985 .

Eddie was employed at the General Motors Elect romot ive
Divi s ion a t Por t Eli zabeth , where he i oined the National
Autarobile and All ied WOrkers Union (mAWU) . He was e lect­
ed as a shop steward in 1981. Since then Eddie has moved
through the ranks of t he union and sat on the General Mot ­
or s Branch Execut ive Ccmni t tee a nd the Port Elizabeth Area
committee . He a lso sat on the Union 's National Execut ive
cooroi t t ee and its Managenent comuetee , He was part of the
union 's delegation t o the recent International Metalworkers
Federation Afr ica WOrkshop held i n Lesotho .

Not onl y was Eddie active i n his own union 's affa i rs , but
he activel y gave of himself to FOSATU (Federation of South
African Trade Unions) . He sat on FOSll,'I'U 's Eastern cape Reg­
ion and on its National Executive Ccmnittee. He was a NMWU
delegate to FOSATU central Coomi ttee.

Eddie's years of union act ivi ty span the perioo when the
Eastern Cape developed worker mili tancy unknown i n South
Africa . He was active during the 1981 "living wage" strike
when over 20 ,000 workers , almost the entire industr ial
workforce of Uitenhage , stopped work in support of t he
demand for a living wage. Wor kers at the Port Elizabeth
car plants , where Eddie was working , supported this demand .
The strike suoceeded in raising the wages of assembly work­
er s in the Eastern Cape t o R2 ,OO per hour - a mass ive work­
er victory , not onl y i n monetary terms, but also because
for the fi rst t ime the l iving wage concept had overthr own
the dominant "poverty datun" measurement used by management
t o iustify starvat ion wages .

It was after 1981 t hat Eddie began to play a leadersh ip
role in the union . His hand was seen in the f irst strike
involving all three assembly plants in the Port Elizabeth/
Ui tenhage a rea , Ford , Volkswagen and General Motors . A
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massive 10 ,(0) workers stopped work for between 5 and 15
days ....nile the union moved errployers f ran thei r or ig i na l
of fer of an additional 5c per hour or a minUnum wage of
R2 ,15 per hour t o an Iocreese which IooOUld bring the effect ­
i ve mi n Unum t o R2 ,70 by 1984. It was the fi rst tim:! that
Genera l ~otors workers had part i c i pated in a str ike of
this nature and s uf fice i t t o say that Eddie was in a
l eadership rol e du r i ng that per i od .

Edd i e 's funeral was at t ended by ove r 1(0) peopl e , workers ,
col l eagues f rom the rugby c l ubs where he played a role as
an administrator , f r iends and family. The final tribute
was paid t o him by hi s friend and ccnrede in arms , J urie
Har r i es , President of ~WU:

WOrkers at Gener al Mot ors will know Eddie i s not
there \lIhen they re t urn t o wor k on Monday. Hi s
presence will be sor e l y mi s sed . But Eddie worked
for the s t r ugg l e of the workers , and ....nile we can­
not replace Eddi e McCar thy , another l eader wi ll
take his place t o cont i nue the struggl e of which
Ed::He was part.

Edd i e made a substant i a l cont r ibut ion to the growth of
~A\'U and of FOSATU. He was deepl y carmi tted t o the 00­
veocerent of the working clas s and to a bet t er South
Af r ica for al l o f us .

NlJo~WU SA U1rES HIS MEMORY ~.NJ EXPRESSES
ITS C()t.[)QLEN;ES TO HIS WIFE AND OiIlDRElII

122



SAli""_1"__

Th~ S",, 'h Aln c&" t &l>ou< BU ll"'" .. & J"" r"& 1 wh ich IUp po'" ' h~

, " ~~p ' " ,h ", l. bou . ""'n ...."' ' " Sou ' h AI ..<• • I' " a for u.. for . "" IY""8 .

~~b&h" 1I '"4 « co.4 ' "8 ,h ~ a , .. . . " d . c "y, ,,~. of ' h .. IIIOY~..~n" To '1>1. ~"d.

" r~<I.u"" <0",,,1"" 0" '0 , h~ Bu ll~"" '0 <0"'0'" wll h tho followi"1

pub\" u ,o" ll u ,~ ~lon~"

• Co n . l< uct , .. ..,,'C.... 01 un,on. or f~~ ~ ,,"on . , n ' h. , ,, ~. pe "<1~" ' l .bour

..0"....'" " " . Ic _ • • Ho" .yo< . , r " cl.. " u n u" w.... "' ~ d .".ck. or 01 •

""" ' . "," n . ' " " .. h'c h n.y~ • ~,Y i "Y. ~".ct 0" ' h. la bou r '"0". """ " , ll "0'
b~ p ub lt .h ~d .

• Co " " b u " on . ,,, 'h. BuH~ II " ",u", "'" .....d ,h. 10110" ' " 11 1' '' 8 ' h.:
. ..l y ,ic.l a" l( I ~ . 600U ..o,~ ,

D. b .,~•. ••"'. ... . D<>c u"""" ,,'>00 ..o , ~ .

8.,.h". . 800 '" 0<4 .

• Co" " ' b u , ' o " . <nu t! b~ "" " '~ " ' " " " .~' ll ' " h 'c h \0 cL.. . . " d u,,4. .. ' ."d_
. b l• .

• All con, .ibutlon. '0 .n. hll ~" " IOU", b. ' yp. d . " ~ ",h . ...p p llca bl.

,,,clu~. p roper foo' ''Oll"1 . ,,4 •• r...",.. .

• E... p' In ' h COl. <>I p u b h c docu••"" . a ll . u b.. . .. '"". ' 0 ' h l u ll." "

.. '11 b. t .....~ '" <....fi~~"c~ .



SUBSCRIPTION FORM

Te, SOl1lll AFRICAN lABOUR BUUETlN
4 Melellotue
31 NeUe Sired

1001 BnamfOllkm
SOl1lll AFRICA ph. (0 11 ) 339-8133

NEW_

RENEWAL

PI... open • k1t.eription to m. Bulletin beginning with
Votume: No:

-
NAME:-----------

OCCUPATION:

RATE:

PLEASE NOTE NE\l RATES

RATES FOR EIGHT ISSUES

Workers
St udent s
Salaried Individuals
Institutions, Companies

SOUTH AFRICA OVERSEAS
R 5,00 Ple ase send Z.A.
R~O,OO JUS
R20.00 R28
R40.00 RSO

Rands

If ctai_i". eM ap u t.. . inch.".
place of atudy. f act ory .te .


